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Agreement

AGREEMENT entered into by LINN COUNTY, IOWA (Employer) and LOCAL 231,
Affiliated With The AMERICAN FEDERATION OF STATE, COUNTY and MUNICIPAL
EMPLOYEES AFL-CIO (Union), for the purpose of promoting harmonious relations
between the Employer, its Bargaining Unit employees, and the Union; establishing an
equitable and peaceful procedure for the resolution of differences between the parties;
and establishing wages, hours and the terms and conditions relating to negotiable items
as set forth under Section 9, Scope of Negotiations, of the Iowa Public Employment
Relations Act and such other items and conditions of employment as set forth in this
Agreement.

Article 1 

Recognition 

1. The Employer recognizes the Union as the sole and exclusive bargaining
representative for its Bargaining Unit employees as identified in paragraph 2 hereof with
respect to those matters described above. The Employer agrees that it will not aid,
promote, finance or engage in activities, individually or in concert with others, intended
to bypass or undermine the Union, or which are in conflict with this Agreement. By the
same token, the Union agrees that it will fully cooperate with the Employer in the
efficient and economical performance of its responsibilities to the public.

2. The Bargaining Unit for the purpose of this Agreement consists of one
Bargaining Unit designated by the Public Employment Relations Board in its decision
rendered July 9, 1975, Case No. 77, and as amended, to wit:

Technical and Para-Professional Unit

All Technical and Para-Professional employees of Linn County, Iowa, including Account
Technician, Assistant Teacher, Child Support Recovery Officer, Classroom Aide,
Combination Inspector, Community Employment Specialist, Computer Operator,
Corrections Center Paramedic, Direct Support Staff, Engineering Aide, Engineering
Technician, Female Correctional Officer, Home Health Care Aide, Income Maintenance
Worker, Investigator, Lead Computer Operator, Medical Assistant, Programmer,
Programmer/Analyst, Property Description Specialist, Protective Health Care Aide,
Residential Worker, Safety Technician, Senior Combination Inspector, Senior
Engineering Aide, Senior Residential Worker, Voting Machine Technician, Zoning
Inspector, and Zoning Specialist but excluding maintenance employees, clerical
employees, professional employees, confidential employees, supervisors and all other
persons excluded by Section 4 of the Act.

3. New employees falling within the Bargaining Unit set forth above will be
covered by this Agreement. Disputes as to whether such employees are or are not
covered will be promptly submitted to the Public Employment Relations Board for
decision.

4. The Employer will introduce new hires to the Union's Department Steward
within the first full week of employment and advise the President in writing of the name,



classification and department of new hires on a monthly basis. The Union steward may
give the new employee literature about the Union.

5. The Employer will notify the Union prior to the hiring of any State or Federal
grant employees where the grant will extend beyond seventy-five (75) working days.

Article 2

Definitions

The following definitions of terms shall apply throughout this Agreement unless
specifically provided otherwise:

Act - The Iowa Public Employment Relations Act.

Anniversary Date - The anniversary of the calendar date of the employee's last date of
hire.

Bargaining Unit - The Bargaining Unit recognized by the Employer and defined in
Article 1, Recognition, paragraph 2 hereof.

Board - The members of the Linn County Board of Supervisors.

Compensatory Time - Time off from regularly scheduled work time in lieu of overtime -
pay. Compensatory time will be administered in accordance with the applicable State
and Federal laws.

Continuous Operation - A regularly scheduled employment of twenty-four (24) hours
per day, seven (7) days per week.

County - Linn County, Iowa.

Part-time Employee - Any person within a Bargaining Unit employed by the Employer
on a continuing year around part-time basis, i.e., working less than forty (40) hours per
week or less than eight (8) hours per day. Part-time employee benefits are set forth in
Article 25 hereof.

Employer - Linn County, Iowa, acting through its Board of Supervisors, or such elected
officials, department heads or other persons designated by the Board of Supervisors to
act on its behalf.

Paid Leaves of Absence - Absence by reason of injury compensable under Iowa's
Worker's Compensation law, paid sick leave, paid vacation leave, paid bereavement
leave, paid jury leave, paid special leave and paid holidays.

PERB - The Iowa Public Employment Relations Board.

Seniority - The various forms of seniority are as follows:
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1. County Seniority - the length of an employee's continuous service with the
Employer since the employee's date of last hire.

2. Bargaining Unit Seniority - the total length of an employee's service within a
particular Bargaining Unit within County Seniority.

Example: Employee A is hired January 1, 1995 to a job within the Clerical
Bargaining Unit. On January 1, 2000, Employee A successfully bids to a job in the
Para-Professional/Technical Bargaining Unit. On January 1, 2001, Employee A
successfully bids back to a job in the Clerical Bargaining Unit. As of January 1, 2003,
Employee A has a total of seven (7) years of Clerical Bargaining unit Seniority, one (1)
year of Para-Professional/Technical Bargaining Unit Seniority and eight (8) years of
County Seniority.

3. Departmental Seniority - the total length of an employee's service within a
particular department and Bargaining Unit.

Union - Local No. 231 of the American Federation of State, County and Municipal
Employees, AFL-CIO.

Article 3 

Discrimination 

1. The provisions of this Agreement shall be applied equally to all employees in
the Bargaining Unit without discrimination as to age, sex, marital status, race, religion,
disability, national origin or political affiliation or creed. The Union shall share equally
with the Employer in applying this provision of the Agreement.

2. The Employer and Union agree not to interfere with the rights of employees to
become or not become members of the Union, and there shall be no discrimination,
interference, restraint or coercion by the Employer or the Union against any employee
because of Union membership or lack thereof or because of any employee's activity in
an official capacity on behalf of the Union.

3. The Union recognizes its responsibility as bargaining agent and agrees to
represent all employees in the Bargaining Unit without discrimination, interference,
restraint or coercion.

Article 4

Rights of Employer and Employees 

1. Except to the extent specifically provided to the contrary in this Agreement,
the Employer retains all public employer rights under Chapter 20 of the Code of Iowa
which presently states:

All powers, duties and rights established by constitutional provision, statute,
ordinance, charter or special act as well as the-excluSive power, duty and the right to:
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• direct the work of its public employees;

• hire, promote, demote, transfer, assign and retain public employees in
positions within the public agency;

suspend or discharge public employees for proper cause;

• maintain the efficiency of governmental operations;

• relieve public employees from duties because of lack of work or for
other legitimate reasons;

• determine and implement methods, means, assignments, and
personnel by which the public employer's operations are to be
conducted;

• take such actions as may be necessary to carry out the mission of the
public employer;

• initiate, prepare, certify and administer its budget; and

• exercise all powers and duties granted to the public employer by law.

2. The authority of the Employer, as outlined above, shall not be used for the
purpose or intention of either undermining the Union or unlawfully discriminating against
any of its employees.

3. Public employees shall have the right to:

a. Organize or form, join, or assist any employee organization.

b. Negotiate collectively through representatives of their own choosing.

c. Engage in other concerted activities for the purpose of collective
bargaining or other mutual aid or protection insofar as any such activity is
not prohibited by Chapter 20 of the Iowa Code or any law of the State.

d. Refuse to join or participate in the activities of employee reorganizations,
including the payment of any dues, fees or assessments or service fees of
any type.

Article 5

No Strike - No Lockout

1. The parties hereby affirm their good faith, one to the other, and agree that the
Employer will not engage in a lockout as prohibited under Section 10 of the Act, and the
Union will not engage in a strike or picketing as prohibited under Sections 10 and 12 of
the Act.
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2. At no time shall employees be required to act as strikebreakers. Nor shall
an employee be required to go through picket lines where his/her personal safety is
endangered.

Article 6 

Check-Off
1. The Employer will deduct current Union membership dues from the pay of

each employee who individually makes written request for such deduction. The Union
Treasurer shall immediately and from time to time as necessary certify the monthly dues
rate to the Employer. All sums deducted by the Employer will be promptly remitted to
the Union Treasurer at such address as may be designated in writing by the Union,
together with a list of the employees against whom the deductions were made by the
twenty-fifth (25th) day of that calendar month.

2. Previously signed and unrevoked written authorizations shall continue to be
effective as to employees reinstated following layoff or leave of absence.

3. The Employer will deduct current membership dues from the pay of
employees for the pay period closest to the sixteenth (16th) day of the calendar month.
If the employee has no pay coming for such pay period or if such pay period is the first
pay of a new employee, such dues shall be deducted from his/her pay in the
subsequent pay period in which he/she has earnings. The initial deduction from the pay
of an employee signing a new written authorization shall be from the pay period closest
to the sixteenth (16th) day of the calendar month if received two (2) weeks or more in
advance thereof, otherwise is such pay period for the following calendar month.

4. Employees may terminate the dues check off authorization at any time by
giving thirty (30) days written notice prior to the deduction of same. Unless otherwise
provided by law, such written notice shall be to the Employer and the Union.

5. The Union will hold the Employer harmless from any and all claims, demands,
suits and other forms of liability by reason of actions taken by the Employer for the
purpose of complying with this section.

6. Nothing herein shall be construed as an obligation on the part of the
Employer for the payment of Union dues on behalf of the employees or for the
disposition the Union makes of the check off funds delivered to the Union.

Article 7 

Grievance Committee and Stewards 

1. Employees selected by the Union to act as Union representatives shall be
known as "Stewards". The names of the employees so selected and those of other
Union representatives authorized to represent employees will be certified in writing to
the Employer by the local Union.
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2. The total membership of the Union Grievance Committee shall be four (4)
employees of which one (1) will be the Local's President and one (1) Chief Steward.

3. Regular meetings between the Union Grievance Committee and the
Employer shall be held at least once each month at a mutually convenient time.
Emergency meetings may be called by mutual agreement. Such meetings will be held
during working hours and employees will be paid for time falling within their normal work
time. Each party shall submit a written agenda to the other not less than three (3) work
days prior to each meeting setting forth the items it wishes to discuss at the meeting.
No other third step grievances will be considered unless mutually agreed to by the
parties.

The purpose of Grievance committee meetings will be to adjust pending
grievances, to discuss procedures for avoiding future grievances and to discuss and
resolve matters pertaining to the administration of the Agreement (including safety and
recommendations relating to job classifications). In addition, the Committee may
discuss other issues with the Employer which would improve the relationship between
the parties.

4. The Union will attempt to locate Stewards so as to insure the most efficient
performance of their responsibilities and the minimum interference with their regular job
duties.

5. Stewards shall be allowed a reasonable time to attend to the duties required
of them under the grievance procedure hereinafter set forth. However, no Steward shall
leave his/her machine or job without first giving reasonable notice to and obtaining the
permission of his/her supervisor. The Steward shall be responsible for making
appropriate arrangements with the supervisor in the department involved in the matter
before requesting permission to leave his/her own department. The supervisor will not
withhold such permission after having received such reasonable notice and opportunity
to cover the Steward's work situation without interference in productions.

6. Stewards and Grievance Committee Members shall be allowed their regular
rate of hourly pay for such time falling within their scheduled hours of work as may be
then required of them in the performance of their duties under the grievance procedure
in the adjustment of grievances and during investigatory and disciplinary meetings.
They shall accurately record such time on special time cards approved by the Employer.

7. The Union shall advise the Employer in writing as to its International Union
Representative and/or Council Representative assigned to represent the Bargaining
Units. Such Union Representative or others authorized by the Union may visit
Bargaining Unit job sites for the purpose of verifying Employer compliance with the
Agreement, provided, however, that before doing so such Representatives shall notify
the department head of their presence and conduct their activities in such a manner as
to not unreasonably interfere with the Employer's operations.

8. It is understood that there shall be no refusal to perform any specific duty
pending the handling of a grievance. However, an employee desiring a Union Steward
shall notify the supervisor who will refer a Steward to the employee as soon as is
reasonably possible during regular working hours.
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9. Union representatives shall be allowed to post Union notices and transmit
communications to Union and Employer representatives necessary in the administration
of the Agreement. The foregoing may be performed during working hours, on
Employer's premises and without loss of pay.

10. The Union Contract Negotiation Committee will consist of a maximum of
eight (8) Union representative-employees. Paid negotiating sessions with the Employer
will be limited to six (6) total work days.

Article 8 

Hours of Work and Shifts 

1. The regular hours of work each day shall be consecutive except that they
may be interrupted by a meal break.

2. The work week shall consist of five (5) consecutive eight (8) hour days or four
(4) consecutive ten (10) hour days, Monday through Friday, except for continuous
operations, part-time LIFTS employees, permanent part-time employees working less
than eight (8) hours per day, and such other employees as the Employer and Union
mutually agree upon. The Union shall not unreasonably withhold such agreement.

3. Eight (8) consecutive hours of work, excluding the unpaid meal period, shall
constitute a work shift or work day. The number of consecutive hours of work
constituting a work shift will necessarily vary from eight (8) hours for those working four
(4) ten (10) hour days, continuous operations, part-time LIFTS employees, permanent
part-time employees working less than eight (8) hours per day, and those working
varied hours by mutual agreement. All employees shall be scheduled for work on a
regular work shift and each shift shall have a regular starting and quitting time.
Employees within these areas who are currently working eight (8) hours per day on a
regular basis will not necessarily have their hours diminished unless for just cause.

4. Employees will be paid for all time worked in the employment of the
Employer, including any function the Employer requires the employee to attend beyond
the normal expectations of the job.

5. Work schedules showing the employees' shifts, work days and hours shall be
posted on department bulletin boards at all times.

6. In the event the Employer for good cause anticipates changing the starting
time of a shift, either temporarily or such as would not be covered by Article 11, so that
it will be different from what is provided in the foregoing sections, the Employer must
first notify the steward involved and explain the reason for the change. Thereafter, the
Employer must post the revised starting time for a period of not less than ten (10) work
days prior to its effective date. The Union may challenge the reasonableness of the
starting time revision commencing at Step 3 of the grievance procedure. Employees
whose starting time is to be changed may waive this notice.



7. Shift Premium Employees will receive the following premium in addition to
their regular straight time hourly rates:

a. Regular shift starts between 12 Noon and 6 p.m. - $ .25 per hour.

b. Regular shift starts after 6 p.m, - $ .50 per hour.

c. Regular schedule rotates between the first, second and/or third shift within
a pay period $ .25 per hour.

Except as provided above there is no premium for shifts starting at 5:00 a.m. or
thereafter. No change in premium will be made if an employee works a shift different
than their regular schedule.

8. All hours worked by Female Correctional Officers shall receive an additional
twenty-five cents ($ .25) per hour pay premium for such work.

9. Two Female Correctional Officers in the Sheriffs Office may request to trade
full or. half regularly scheduled work shifts with their mutual agreement and the approval
of the employees' supervisor, provided the employees have submitted the request prior
to the time of the trade. The trading of shifts must be completed by both employees
within the same seven (7) day work week. A Female Correctional Officer will be
allowed two trades during a seven (7) day work week but no more than six (6) trades in
a calendar month.

The supervisor shall not unreasonably or arbitrarily withhold approval, provided
there is proper notification. Each employee accepting the trade is responsible for the
completion of the trade. Hours worked pursuant to this paragraph shall be
compensated at the employee's regular straight time hourly rate. Such hours worked
shall not be counted in determining eligibility for overtime pay under 29 U.S.C. Section
207 and CFR Section 553.31. If an employee fails to complete the trade within the
seven (7) day work week for any reason, such employee shall be prohibited from
trading shifts for six (6) months.

Article 9 

Overtime, Call In and Reporting Pay

1. All overtime work must be approved in advance by the department head or
his/her designated representative. Overtime opportunities will be distributed as equally
as practicable among qualified and able employees in the same job classification,
department or district/division. Overtime offered and refused will be counted as
overtime worked for purposes of the Article. Lists of overtime worked shall be posted
on the Union bulletin boards and shall be updated monthly. An employee may use the
grievance procedure to challenge whether such overtime has been distributed equally.

2. In the event too few qualified employees are obtained to work the overtime,
the qualified employees with the least seniority in the job classification and department
or district/division involved will be required to work.
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3. Employees will be required to work overtime scheduled for their entire job
classification and department or district unless excused for good cause by the
Employer. In considering good cause, the Employer will not act in an unreasonable
manner.

4. Time and one-half an employee's regular straight time hourly rate will be paid
for all time worked in excess of forty (40) hours in any one (1) work week. In the
alternative, an employee may elect, for each period in which overtime is worked, to take
the total equivalent time off with pay for such overtime under the following conditions:

a. The employee must provide his/her department head with written notice,
on a form to be provided by the department head, that he/she has made
such election. Such notice must be delivered to the department head on
or before the Monday following the work week in which the overtime was
worked or on the next regularly scheduled work day in the event Monday
is a holiday.

b. Such time off is accumulated during the contract year and should be taken
prior to June 30. In the event the time off is not taken prior to June 30, the
unused overtime shall be paid, at the employee's rate of pay when
earned, to the employee in the last pay period preceding the end of the
contract year. The employee may also elect to be paid at anytime during
the contract year for compensatory time earned.

c. The time off shall be taken at such time or times as may be mutually
agreed by the employee and the department head. Employees are
requested, but are not required, to provide forty-eight (48) hours notice to
the employer.

d. Equivalent time off means on an overtime basis, i.e., one (1) hour of
overtime equals one and one-half (1 1/2) hours off.

All paid leave hours shall be considered as hours worked for purpose of
computing overtime except for paid holidays celebrated on an employee's regularly
scheduled day off for those employees working continuous operation jobs. In the event
a paid holiday is celebrated on an employee's regularly scheduled day off and it is not
covered above, the Union and the Employer shall meet to resolve the matter.

5. Call In Pay If employees are notified prior to 10:00 PM of scheduled
work contiguous to the start of their normal shift, employees will be paid for actual time
worked. If employees are notified after 10:00 PM they will be paid a minimum of three
(3) hours. Any employee called in without prior notification to work outside of his/her
regularly scheduled shift or on his/her scheduled days off shall be paid a minimum of
three (3) hours at the applicable rate. If the employee has been called into work without
prior notification, the supervisor shall authorize work of more or less than (3) three hours
duration necessary to resolve the situation prompting the call in.

6. All employees are required to either sign a daily time sheet or punch the time
clock assigned to their department. The foregoing also applies to overtime work.

7. No employee shall perform work outside of his/her regularly scheduled work
hours or on any kind of an overtime basis without the prior approval of his/her
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supervisors except in emergency situations where the supervisor is not readily
available.

8. Reporting Pay Any employee who is scheduled to report for work and who
presents himself/herself for work as scheduled shall be assigned at least four (4) hours
of work on the job classification for which he/she was scheduled to report, unless
notified by radio at least one (1) hour prior to the starting time. If work on the job
classification is not available, the employee shall be excused from duty and paid at
his/her appropriate rate for four (4) hours work at the appropriate rate, straight time or
overtime, whichever is applicable.

9. Double Time Employees working a regular work week schedule of
Monday through Friday will be paid double their regular straight hourly rate for all time
worked on Sunday. Other employees working continuous operations (Youth Services
and Correctional Center) will be paid double their regular straight time hourly rate for all
time worked the second consecutive scheduled day off within their regular work
schedule. However, no part-time employee shall be paid double time per this section
unless he/she has worked over forty (40) hours in any one work week.

Article 10 

Seniority

1. The various forms of seniority are as follows:

a. County Seniority - the length of an employee's continuous service with
the Employer since the employee's date of last hire.

b. Bargaining Unit Seniority - the total length of an employee's service
within a particular Bargaining Unit within County Seniority.

Example: Employee A is hired January 1, 1995 to a job within the Clerical
Bargaining Unit. On January 1, 2000, Employee A successfully bids to a
job in the Para-Professional/Technical Bargaining Unit. On January 1,
2001, Employee A successfully bids back to a job in the Clerical
Bargaining Unit. As of January 1, 2003, Employee A has a total of seven
(7) years of Clerical Bargaining Seniority, one (1) year of Para-
Professional/Technical Bargaining Unit seniority and eight (8) years of
County Seniority.

c. Departmental Seniority - the total length of an employee's service within
a particular department and Bargaining Unit.

For purposes of accruing vacation and sick leave benefits, seniority will be
computed from the employee's date of last hire by the Employer. Employees whose
employment has been transferred in the past to the county will be credited with seniority
from the date of last hire with such Employer. Seniority of future transfers will be
negotiated by the parties.

2. A new employee shall be on probation and have no seniority rights or
recourse to the grievance procedure except as to hourly rate of pay, holiday pay,
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overtime pay, leave pay and group insurance eligibility, for a period of ninety (90)
calendar days from the date he/she commences work and, if retained, his/her seniority
shall be calculated from such date. Scheduled work days not worked are not to be
included within the probationary period. The Employer may extend the probation period
for up to four (4) months in those cases where the type of work or peculiar
circumstances require additional time in which to properly determine the employee's
qualifications. The Union will be notified in writing and consulted in advance with regard
to any such extension. Any such extension shall be subject to the grievance procedure.
The employer will provide to the Union quarterly listing of temporary employees,
including their names, department and date of hire. A temporary employee hired as a
full-time or part-time permanent employee at the end of his/her temporary employment
shall begin to accrue seniority at the time of permanent hire. Time as a temporary
employee may be credited in whole or in part toward the satisfaction of a probationary
period.

3. The Employer will provide the Union with a seniority list by County,
Bargaining Unit and department. A similar list will be posted in each-department. Such
list shall be reviewed and updated each six (6) months or sooner if needed. Objections
to the list may be filed as a grievance at any time and corrections made where
appropriate. However, no grievance filed more than five (5) work days after posting
shall cause a retroactive adjustment in pay or the reconsideration of a bid award or
transfer.

4. An employe° shall lose his/her seniority rights and his/her employment
automatically terminated if he/she: (a) quits or retires; (b) is discharged for just cause;
(c) engages in other work while on leave of absence without the prior approval of the
Employer or misrepresents the reason for obtaining leave of absence; (d) without just
cause is absent for three (3) consecutive working days without notice to the Employer;
(e) without just cause fails to report ready for work at the end of the leave of absence; (f)
without just cause fails to report ready to work within five (5) working days after having
been notified to return to work following layoff; (g) is laid off out the door for a period
exceeding his/her seniority at time of layoff.

5. Employees promoted so that they are no longer within a Bargaining Unit will
continue to accrue seniority for a period of six (6) months. Thereafter, their Bargaining
Unit seniority will terminate.

Article 11 

Promotions and Transfers

1. Provided that a reciprocal right to move between bargaining units is granted
under the terms of an agreement covering another bargaining unit of County
employees, employees in this bargaining unit may move to positions which are within
such other bargaining unit. If a reciprocal right to move between bargaining units is not
granted under the terms of an agreement covering another bargaining unit of County
employees, then employees in this bargaining unit may only move to positions to which
this Agreement applies. A reciprocal right to move between bargaining units is granted
under the terms of this Agreement and employees in this bargaining unit may move to
positions in other bargaining units agreeing to the same reciprocal right.
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2. New jobs created and true vacancies in existing job classifications will be
posted County-wide within five (5) work days from the date of such vacancy. However,
if employees are on layoff or are in bump positions and the vacancy is in the same
classification and status (full-time or part-time) as the job the employee was laid off
from, they shall be recalled. In the case of part time employees, they will be recalled
only if the vacancy is also part-time and is scheduled for the same number of hours for
which they were scheduled prior to being laid off or bumping.

The job will remain posted for five (5) work days, excluding the day of posting, during
which time employees may make written application.

Employees on lay-off and employees who bumped to avoid lay-off will be allowed to bid
for one (1) year following the effective date of the lay-off. Employees who were laid off
out the door will have all their seniority frozen as of the date of the lay-off. Employees
who bumped to avoid lay-off continue to enjoy the bidding preference as if they still
were employed in the department from which they bumped.

Employees within continuous operations working fixed shifts may bid to a vacant shift or
vacant days off within the first forty-eight (48) hours of posting. Such bids will be
awarded at the end of the forty-eight (48) hour period according to bargaining unit
seniority within the department. A vacancy created by the award of such bid will then
be posted in accordance with the Article.

As used in this Article:

(a) The term "promotion" means the advancement of an employee to a
higher-paying job classification.

(b) The term "job transfer" means the movement of an employee to a
different but equal or lower-paying job classification.

(c) The term "lateral transfer" means either

1. The permanent movement of an employee to another shift or building
within the same job classification and department, provided the
number of hours worked for the position are the same, or

2. The permanent movement of an employee within the same job
classification but to a different department, and

(d) The term "qualified" means ability, training, experience, aptitude,
attendance record, record of discipline (if applicable under Article 14,
Section 4) and performance appraisals of the employee.

If a position is posted, all employees who possess the necessary credentials for the
position may bid. If more than one (1) employee submits a bid for the position, the
Employer will award the position to employees in the following order;

First, lateral transfer to the employee with the most bargaining unit
seniority.
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Second, job transfer within the bargaining unit and department:

(a) to the department employee with the most bargaining unit
seniority, then

(b) to the bargaining unit employee with the most bargaining
unit seniority, and then

(c) to the employee with the most County seniority.

Third, to the employee who, in the judgment of the Employer is the
most qualified for the position. If, in the judgment of the employer,
the qualifications are substantially equal, then the most senior bidder
shall be awarded the position.

For purposes of this transfer procedure, an employee shall only be eligible to bid for a
shift if the starting time or ending time of the position is at least one (1) hour different
than the starting time or ending time of the employee's current assignment.

Employees awarded a bid will be required to sign the bid sheet and be
declared the successful bidder. The successful bidder will move to his/her new shift or
position within forty-five (45) calendar days of being awarded the job bid. If there are no
qualified bidders or an employee refuses to sign for a successful bid, the employer may
either select a present employee (with the employee's consent) or hire a new employee
for the job. An employee who declines two (2) bid awards within a twelve (12) month
period shall lose his/her bidding rights for the ensuing six (6) month period. In the event
an employee is required to return to his/her previous position through no fault of the
employee further bidding opportunity will not be limited according to Article 11, Section
9. Bid awards will be posted within ten (10) working days following completion of the
job vacancy posting and will remain so posted at least five (5) work days.

The rate an employee receiving a bid award or selected to fill the vacancy, in
the event there are no qualified bidders, will be determined as follows:

a. If the bid award or selection is to a higher labor grade, such employee will
start at the first rate (Step) in the higher labor grade which is higher than
his/her regular rate in the job from which he/she is promoted or
transferred.

b. If the bid award or selection is within the same labor grade, such
employee will remain at the same rate (Step) in the labor grade.

c. If the bid award or selection is to a lower labor grade, such employee will
remain at his/her same rate or move to the top Step in the labor grade,
whichever is the lesser.

3. The bid job vacancy or vacancies created by a successful bid to a true
vacancy will be in turn posted for bid on the same bases as set forth above.

4. A true vacancy is a vacancy created by a new job or a vacancy in an existing
full time job classification caused by the termination or successful bid of an employee
from that job.
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5. An absent employee may bid on a posted vacancy through his/her Steward.

6. Nothing herein shall require the Employer to fill an unneeded job vacancy.

7. The successful bidder or transferred employee will be granted a reasonable
trial period up to a maximum of thirty (30) working days. During such trial period,
he/she will receive reasonable instruction as to the job duties, the operation of
equipment, if any, and the procedures required in the performance of the job. If the
successful bidder or transferred employee fails to perform satisfactorily the duties of the
position to which he/she has bid or has been transferred, the Employer may remove
such employee and return him/her to his/her former job. A successful bidder or
transferred employee may voluntarily, on written notice to the Employer, return to
his/her prior job at any time during the trial period. The trial period may be extended by
mutual agreement between the Employer and Union. However, it is understood that
extensions will be granted for those jobs where additional time is necessary because of
the nature of the work or the peculiar circumstances involved in order to properly
determine the employee's qualifications. The Employer will notify all affected
employees of such extension. It is understood that a successful bid or transfer to a job
vacancy resulting from the successful bid or transfer of another employee is conditioned
on the successful completion of the trial period by the employee vacating such job.

8. Probationary employees (new hires) shall not be permitted to bid.

9. Employees may not bid to the same job classification within their department
except when bidding to a different shift as defined in Section 2, but may bid to the same
job classification in a different department. However, employees in the Secondary
Road Department may bid within the same job classification to a different district. The
specialty crews (bridge and construction) shall be considered as a separate district. A
successful bidder under these conditions may not make a like bid within one (1) year
after being awarded the bid. Furthermore, part-time employees may bid to the same job
classification within the same department for the sole purpose of obtaining full-time
status.

10. A successful bidder to an equal or lower rated job can not bid again within
one (1) year of being awarded the bid.

A successful bidder to a higher rated job who accepts the bid award can not
bid again within ninety (90) calendar days of the date he/she accepts the bid award.

11. Whenever a bid award is made to other than the most senior bidder, or an
employee is removed from a bid job during the trial period, the Employer shall provide
the affected employee with a written statement of the reasons therefore with a copy to
the employee's Steward.

12. When there is a temporary job opening exceeding two (2) working days
which is not filled by employees in the same job classification or in a higher paying job
classification, the Employer will offer the temporary job opening to the employee with
the greatest departmental seniority in the job classification and department from which
the employee is to be taken in order to fill the temporary job opening. If the offer is
rejected, it will be extended to the next in line according to such seniority until the
necessary number of employees is obtained. In the event too few employees are
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obtained under this procedure, the employee or employees with the least department
seniority will be required to take the assignment.

13. No temporary transfer shall result in a reduction of the regular pay rate of the
transferred employee and an employee temporarily transferred to a higher paid job shall
receive the rate in the higher paying job classification which is immediately above
his/her current rate in his/her regular job or his/her regular hourly rate, whichever is the
greater, provided such temporary transfer extends beyond two (2) hours in any one (1)
work day.

Article 12 

Layoff and Recall 

1. Provided that a reciprocal right to bump between bargaining units is granted
under the terms of an agreement covering another bargaining unit of County
employees, employees in this bargaining unit may bump to positions which are within
such other bargaining unit. If a reciprocal right to bump between bargaining units is not
granted under the terms of an agreement covering another bargaining unit of County
employees, then employees in this bargaining unit may only bump to positions to which
this agreement applies. A reciprocal right to bump between bargaining units is granted
under the terms of this Agreement and employees in this bargaining unit may bump to
positions in other bargaining units agreeing to the same reciprocal right.

2. The layoff procedure shall be as follows:

a. All temporary, part-time and probationary (new hires and those in trial
period) employees in the department working the job classification
affected will be laid off first.

b. If additional reduction in the job classification is necessary, then the
employees within the affected job classification and department having the
least Bargaining Unit seniority will be laid off.

3. A full-time employee or a part-time employee regularly scheduled to work at
least thirty-two (32) hours per pay period may, in lieu of layoff, exercise bumping
privileges as follows:

a. A part-time employee with bumping privileges as provided above may bump
only another part-time employee whose regularly scheduled hours of work are within ten
(10) hours per pay period of the laid off employee's regularly scheduled hours of work.

b. The laid off employee shall first exercise his/her bargaining unit seniority to
bump the employee having the least bargaining unit seniority in the department and
bargaining unit from which he/she is being laid off whose duties the laid off employee is
then qualified and able to satisfactorily perform

c. If the laid off employee is unable to bump under (b) above, then such laid off
employee shall exercise his/her bargaining unit seniority to bump the employee having
the least bargaining unit seniority in any job classification the duties of which such laid
off employee is then qualified and able to satisfactorily perform.
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d. The laid off employee has the option at any time during the bumping
procedure to exercise his/her bargaining unit seniority to bump the employee in the laid
off employee's last prior regular job classification and department before considering (b)
or (c). The laid off employee shall be credited with prior time in the job classification to
determine eligibility to move to the next step in the pay grade.

e. If the laid off employee is unable to bump under (b), (c) or (d) above, then
he/she shall be laid off out the door subject to recall as provided below.

f. An employee has the option of refusing to exercise his/her bumping privileges
in which case he/she shall be laid off subject to recall as provided below.

4. An employee who exercises his/her bumping rights, as provided above, shall
retain his/her rate of pay if such rate is within the labor grade assigned to the new
classification. If his/her rate is higher than Step E of the new labor grade, the employee
will remain at his/her rate for one (1) year and then move to Step E of the new labor
grade. If his/her rate is lower than Step B of the new labor grade, he/she will move to
Step B.

5. Except in cases of emergency, notice of layoff will be posted at least ten (10)
work days in advance of the layoff.

6. An employee who exercises his/her bumping privileges and is unable to
satisfactorily perform the duties of the job shall have no further bumping privileges and
shall be laid off out the door subject to recall as provided below.

Satisfactory performance of the duties of the job means performance of all
required duties of the job at an acceptable level under the normal supervision and
instruction afforded regular employees within the affected job classification.

7. Employees on layoff shall be recalled according to Bargaining Unit seniority,
i. e., the most senior will be recalled first, using the same procedure and requirements as
provided for layoff until all employees have been recalled to their regular job
classification. An employee recalled to his/her regular job classification must accept
recall.

8. No employee may bump another employee unless he/she is being removed
from the job classification by bump or layoff.

9. An employee who is being bumped or laid off shall have from the time he/she
is given notice of such bump or layoff until the end of the next work day in which to
exercise a bump.

10.An employee to be recalled from a layoff shall be so notified as far in advance
as is possible by certified mail, return receipt requested, mailed to his/her last address
as shown on the Employer's records. Any employee so called back to work who fails,
without just cause, to report ready for work within five (5) work days after receiving such
notice or at the time and date indicated in the notice, whichever is the later, shall
automatically lose his/her seniority rights. An employee shall be considered as having
received notice of recall as of the date such notice is delivered to his/her last known
address as reflected by the Employer's records. It is the employee's responsibility to
keep the Employer informed of his/her current address and phone number.
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II. There shall be no new hires within a Bargaining Unit unless qualified
employees on layoff have been first offered the job involved.

12. An employee who refuses a recall from layoff without just cause
automatically loses his/her seniority and all right of recall.

13. For layoff purposes, temporary, part-time and probationary employees are
considered as having the least seniority.

14. For the purposes of this Article the entire Secondary Roads Department shall
be considered one single department.

Article 13 
Rest Breaks and Meal Periods 

1. Employees will be allowed two (2) fifteen (15) minutes paid rest periods each
day; one (1) period before and one (1) period after the lunch break. The rest periods
will be scheduled at the middle of each one-half (1/2) shift or as close thereto as is
feasible.

2. Employees will be granted a meal period during each work shift. Whenever
possible the meal periods shall be scheduled at the middle of the shift or as close
thereto as is feasible. Employees on jobs which have paid meal periods will continue to
have such paid meal breaks.

3. Employees required to remain available or to perform work during their meal
period will be paid for same. The shifts presently operating on this basis will continue to
do so.

4. Rest Breaks When Working Overtime Two (2) Hours or More:  Employees
scheduled to work two (2) hours or more beyond the end of their regular shift will
receive a fifteen (15) minute paid rest break at the end of the regular shift. Thereafter,
they will receive fifteen (15) minute paid rest breaks as nearly as is feasible at four (4)
hour intervals. Further, such employees will be either afforded a reasonable opportunity
to acquire a meal or provided with a meal after the first two (2) hours of overtime. All
such rest breaks and/or meal periods may be staggered to accommodate the
circumstances.

Article 14

Discipline 
1. Disciplinary action will be taken against an employee only for just cause and

shall be subject to the grievance procedure.

2. The progressive system of discipline will be followed where appropriate, i.e.,
oral warning or counseling, written warning, suspension and discharge. The disciplining
of an employee shall be accomplished in such a manner as to not embarrass the
employee before another employee or the public.
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3. The employee's Steward will be promptly provided with a written copy of any
disciplinary action taken against an employee. The employee may request the
presence of his Steward at the time disciplinary action is taken other than an oral
warning.

4. Disciplinary action taken against an employee shall not be utilized for the
purpose of denying the employee a bid award or be disclosed to other employers if
more than six (6) months has elapsed from the date of issue of the discipline and the
employee has received no further disciplinary action during that time. Further, such
discipline shall not be utilized in disciplinary or grievance hearings if more than three (3)
years has passed from the date of issue of the discipline and the employee has
received no further disciplinary action during that time.

5. An employee may make written request for a hearing within five (5) work
days from the date he/she is suspended or discharged. Should investigation of the
facts disclose that the employee was not suspended or discharged for just cause, the
employee shall be reinstated and compensated at his/her regular rate of pay for the
periods he/she was out of work, less any loss of time it may be determined was proper.
In any event, a meeting with the Chief Steward and Director of Human Resources will
be called within ten (10) calendar days of the written request for the hearing and the
Employer's final decision will be given in writing to the Chief Steward within five (5)
calendar days after the close of the meeting between the Chief Steward and Director of
Human Resources. If the decision of the Employer is not satisfactory, the matter may
proceed to arbitration as provided in the final step of the grievance procedure.

6. Demotions will not be used for disciplinary purposes except as may be
mutually agreed to by the Union and the Employer.

Article 15 

Grievance Procedure 
1. Employee grievances and disputes concerning the interpretation and

application of this Agreement, or any Agreement made supplementary hereto, shall be
settled in accordance with the following procedure:

Step 1 The Steward and the employee shall take up the grievance or
dispute with the employee's immediate supervisor within five (5) working days of the
date of the grievance or the date when he/she first should have had knowledge of its
occurrence. Grievances with regard to the bidding procedure shall be filed with the
employer representative who initially denied the bid. The supervisor will attempt to
resolve the matter and will, in any event, respond to the employee and his/her Steward
within three (3) working days. The Steward may request that the supervisor's response
be in writing but such written response shall in no case establish a precedent binding on
the Employer.

Step 2 If the answer is not satisfactory, the matter will be reduced to
writing and, within three (3) working days after the supervisor's response is due,
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presented by the Steward to the department head. The department head will respond
in writing to the Steward and Chief Steward within three (3) working days thereafter.

Step 3 If the grievance still remains unresolved, the Chief Steward shall
so advise the Employer's designated Human Resources Director in writing within three
(3) working days after the response of the department head was due. The matter shall
then be considered at the next Grievance Committee meeting. The Union's Council 61
Representative shall attend and participate in all matters pertaining to the grievance at
Step 3 and beyond. A separate Employer's final decision on each grievance will be
presented in writing to the Grievance Committee chairperson within five (5) working
days after the close of such Grievance Committee meeting, with copy to the local Union
President, Council 61 Union Representative, Chief Steward and grievant.

Step 4 If the grievance is still unresolved, either party may within ten (10)
working days after the response of the designated representative of the Employer is due
make written request for arbitration.

The Union's International Union Representative may attend and participate in
all matters pertaining to the grievance at Step 3 and beyond.

The arbitration procedure may only be invoked with the approval of the Union,
and in the case of an employee grievance, only with the approval of the employee.

Within five (5) work days from the date of receipt of the written request for
arbitration, the Employer and the Union shall meet and either mutually agree upon an
arbitrator or jointly petition the Public Employment Relations Board to submit a list of
five (5) arbitrators, all of whom shall be members of the National Academy of
Arbitrators, from which one (1) arbitrator shall be selected to hear and decide the
grievance. If a panel of arbitrators is not available with the National Academy of
Arbitrator's Certification then the parties shall file a request for arbitrators from the
Federal Mediation and Conciliation Service using the same procedure as above. The
Employer and the Union shall meet within five (5) work days from the receipt of said list
and alternately strike four (4) names from the submitted list and the person whose name
is left shall be the arbitrator. Provided, however, the Union and the Employer may
mutually agree that the list of proposed arbitrators submitted is unacceptable and will
thereafter jointly petition the Public Employment Relations Board or the Federal
Mediation and Conciliation Service, whichever is applicable, for a new list of five (5)
arbitrators.

The party making the first strike shall be decided by the flip of a coin.

The arbitrator shall conduct a hearing on the grievance within a reasonable
time and shall be empowered to rule on all disputes concerning the interpretation and
application of this Agreement. However, he/she shall have no power to change or
amend the terms, conditions of application of this Agreement or any other Agreement
made supplementary hereto. The decision reached by the arbitrator shall be final and
binding upon the parties. Unless otherwise agreed to by the Employer and the Union,
the decision of the arbitrator and the findings upon which it is based shall be in writing
and the copies thereof presented to each party within thirty (30) days from the date the
hearing terminates.
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Each party shall have equal time to present its case but no hearing shall
extend beyond five (5) work days unless agreed to by the parties. The party initially
requesting arbitration shall present its case first, except in the case of disciplinary action
where the Employer shall present its case first. Each party shall bear all the expense
incurred in the presentation of its case, and both parties shall equally share the expense
of the arbitrator and other incidental and necessary expenses involved. It is understood
that the necessary time spent by the Chief Steward, the steward of record, and the
grievant during their regular scheduled work hours in presenting the case to the
arbitrator at the hearing will be without loss of pay. Further, for each witness called by
the Employer to testify at the hearing, other than the Director of Human Resources and
a supervisor, the Union will be permitted one (1) additional employee witness to testify
without loss in pay on the same basis as above. The foregoing in no way limits the
number of witnesses who may be called by either party. It merely limits the number of
employees who may be called to testify on Employer time.

2. Except as provided in Article 7 of Section 6, unless agreed to the contrary by
the Employer, no meetings for any purpose of any part or all of the employees shall be
called for or held during working hours which would result in a partial or complete
shutdown of the Employer's facilities or the curtailment of the performance of
governmental services.

3. If it is determined under the procedures set forth in the ARTICLE that an
employee has been suspended or discharged without just cause, such employee shall
be entitled to reinstatement of seniority and payment for time lost. Provided, however,
that such payment shall take into account any penalty which it is determined would have
been justified under the circumstances of the particular case.

4. It shall be the duty and responsibility of the Union representative, the Union
Grievance Committee and the Stewards to make every effort to encourage employees
to settle all grievances through the established grievance procedure without any
interference with the performance of the Employer's services except to the extent
provided for under the grievance procedure. The procedures set forth herein shall
constitute the sole and exclusive method for the determination, decision, adjustment or
settlement between the parties of any and all grievances and shall constitute the sole
and exclusive remedy, except as may be otherwise provided by law.

5. No dispute concerning an entire job classification and rate therefore shall be
subject to a grievance or arbitration unless during the period of this Agreement the
Employer materially changes the job duties of an existing job, creates a new job
classification or changes the rate of pay for any existing job classification.

6. An employee may use the grievance procedure to challenge whether he/she
is properly classified.

7. Grievances must be taken up promptly and awards and settlements thereof
shall in no case be retroactive beyond the date on which the grievance was first
presented to the supervisor. Failure on the part of the Union or an employee to make a
timely filing or appeal under this ARTICLE, except for good cause, shall constitute a
waiver of the grievance. Failure of the Employer to make a timely filing or answer under
this ARTICLE, except for good cause, shall constitute a settlement of the grievance in
accordance with the requested remedy. However, in no case shall such a settlement
establish a precedent or be used in any way by any party in any future proceeding.
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Article 16

Leaves of Absence 

1. Employees must, at the earliest possible time, make written request to their
department head for any leave of absence setting forth the reason for the leave of
absence and the approximate length of time off desired. Such request shall be
answered promptly by the department head.

2. Sick Leave A leave of absence for disabling or confining illness or
injury will be granted by the Employer on the basis set forth below:

a. Employees shall start to earn sick leave from their date of hire and shall
accumulate days of paid sick leave at the rate of one (1) day for each
completed calendar month of service during which the employee either
worked three (3) regular work days or was on paid leave of absence
(including Workmen's Compensation Leave) for at least three (3) regular
work days. There is no maximum on the number of accumulated sick
days.

b. In order to qualify for sick leave benefits, an employee desiring to take a
sick leave must, as soon as is reasonably possible, notify his/her
immediate supervisor indicating the anticipated length of absence. Any
employee abusing the sick leave benefits will be subject to the disciplinary
procedures which may include severe discipline, such as discharge. Prior
to approving sick leave, the employee's department head or the Board
may require verification of the employee's condition through a statement
from the employee's doctor certifying the employee's disabling sickness or
injury or through examination of the employee by a doctor of its choosing.
In the latter case, the doctor's cost will be borne by the Employer.

c. Earned sick leave benefits will only be paid for and applied against regular
scheduled work days lost by the employee due to a bonafide illness or
injury which is disabling or required confinement except that:

• A maximum of one-half (1/2) of one (1) days benefits will be paid for
attending routine doctor or dentist appointments.

• Sick leave benefits up to a maximum of five (5) days in a one (1) week
period during the course of one year will be paid for absence due to a
serious illness or injury to a member of the employee's immediate
family which requires the employee's presence. For the remainder of
the year, the employee will be able to utilize up to two (2) work days in
any remaining work week. For purposes of this section an employee's
immediate family includes the employee's: spouse, mother, father, son,
daughter, stepchild, brother, sister, or grandchild. The immediate
family shall also include the following individuals if they live in the
employee's household: grandparent, stepparent, or legal ward.
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d. Sick leave benefits will be paid at the employee's regular straight time rate
within his/her regular job classification as of the initial date of such
absence.

e. A holiday for which an employee is entitled to holiday pay shall be paid as
a holiday and not as a day of sick leave.

f. Sick leave benefits will be paid for actual work time lost but if for less than
one-half (1/2) day, it will be tallied by the department head and charged as
accumulated on a half day basis.

g. No sick leave benefits will be paid to or charged against an employee
during periods in which the employee is on paid vacation or leave of
absence. If an employee on vacation is hospitalized or receives a
disabling injury, he/she may cancel his/her vacation and apply for
accumulated sick benefits.

h. There will be no payment or other form of reimbursement for accumulated
sick leave upon the termination of employment.

•i. In addition to accruing seniority while on an authorized sick leave,
employees shall be returned to the position held at the time the leave of
absence was granted.

j. Employees who will exhaust their paid sick leave accumulation and will
continue to require a leave of absence due to a disabling or confining
illness or injury shall apply for an unpaid leave of absence in writing to the
department head before their paid sick leave is exhausted.

The granting of such an unpaid leave shall be at the discretion of the
department head, but will not be unreasonably withheld. Furthermore, department
heads may require a statement from the attending doctor before granting such leave.

3. Maternity Leave a leave of absence for maternity purposes will be granted
by the Employer on the basis set forth below:

a. Any employee will be granted a maternity leave on the following basis:

• on a date certified by the attending physician, the employee will be
placed on maternity leave. At that time, the employee is to advise her
department head in writing as to whether she will return to work at the
end of her maternity leave.

it is anticipated that under normal circumstances the employee will
return to work within eight (8) weeks after delivery. Failure of the
employee to contact her department head and arrange a mutually
satisfactory date of return to work within twelve (12) weeks of delivery
shall effect an automatic termination of employment unless otherwise
agreed in writing by the Employer and the employee.
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• upon returning to work, the employee shall provide her department
head with a written statement from her attending physician certifying
that she is able to then return to work on a regular full-time basis.

b. An employee placed on maternity leave may apply all of her accrued
vacation and sick leave benefits toward the work time lost during such
leave. At the exhaustion of these benefits, the employee will continue on
maternity leave but without pay.

c. An employee returning from an authorized maternity leave will return to
the last job she held as a regular employee.

4. Full time employees who have accumulated 600 hours of sick leave may
convert each additional accrued 32 hours of sick leave to 8 hours of vacation. If an
employee's accrued sick leave account thereafter is depleted below 600 hours, no
conversion right exists until the account is rebuilt to 600 hours. An employee may
convert a maximum of 96 hours of sick leave each fiscal year. Use of vacation pursuant
to this clause will be governed by the rules of regular vacation.

5. Paternity/Adoption Leave Fathers may utilize one (1) day of earned sick
leave, in addition to the leave provided in Section 2, (c), (ii) of this Article, for paternity
leave. Such leave must be utilized within two (2) weeks of the birth of the child.

Employees may utilize up to three (3) days of earned sick leave in the event
of adoption of a child. Such leave must be utilized within two (2) weeks of obtaining
custody of the child.

6. Leaves for On-the-Job Injuries A leave of absence will be granted by
the Employer to any employee for absence required as a result of an on-the-job injury
covered by Iowa Worker's Compensation Insurance. During such leave, the employee
at his/her option may apply his/her accumulated sick leave benefits to be prorated
against the difference between his/her regular straight time wages and the
compensation to which he/she is entitled under the Iowa Worker's Compensation Law.

7. Special Leave The Employer may authorize special leaves of absence
for any period or periods not exceeding six (6) calendar months in any one (1) calendar
year for the following purposes:

a. With or without pay for the purpose of attending a college, university or
business school or receiving special training in subjects related to the
work of the employee and which will be of benefit to the employee and
the County service.

b. Without pay for urgent personal business requiring the employee's
attention for an extended period, e.g., settling estates, liquidating a
business, etc.

c. With or without pay for purposes deemed by the Employer to be
beneficial to the County service.
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The Employer may, upon the recommendation of the involved department
head, grant leaves of absence with or without pay in excess of the limitations set forth
above for the purpose of attending extended courses of training at a recognized
university or college or for such other purposes that are deemed beneficial by the
Employer for County service.

Leaves shall be granted or withheld on an impartial evenhanded basis and, if
withheld, the reasons given in writing.

8. Full—time employees will be eligible for up to (40) forty hours of unpaid leave
each fiscal year the granting of which shall be subject to the operational requirements of
the department. Use of unpaid leave pursuant to this section is governed by the
vacation rules of the department. These (40) forty hours may be used prior to
exhausting all paid leave. There would be no carry over from year to year. Leave for
part-time employees would be pro-rated. Example: A (20) twenty-hour per week
employee would be eligible for (20) twenty hours of unpaid leave.

During an unpaid leave of absence, an employee:

a) will not receive compensation from the county;

b) will not accrue vacation or sick leave any month during which the
employee is not on paid leave status or working at least three (3) days;

c) may have the option of using accumulated vacation pay;

d) will not use sick leave benefits;

e) will not participate in retirement contribution any month for which the
employee is on unpaid leave status the entire calendar month;

f) must pay all group hospital and medical group insurance premiums falling
due any month during which the employee is not on paid leave status or
working at least three (3) days;

g) must pay all premiums for coverage under the life and disability insurance
plan any month during which the employee is not on paid leave status or
working at least three (3) days;

h) shall receive no other benefits during the period of absence.

An employee on authorized leave of absence without pay for any full calendar
month may continue to carry the Employer's health and life insurance coverage by
making such arrangements with the payroll department in the Auditor's Office and
paying the full cost thereof on or before the due date of each monthly premium.

9. Military Leave Employees shall be entitled to the military leave benefits
provided under the Iowa Code at Section 29A.28 and the Federal Selective Service Act,
which includes a leave of absence for the period of active service without loss of status
or efficiency rating, and without loss of pay during the first thirty (30) days of such leave
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of absence. Proof of service must be returned to the department head before any
salary or wage reimbursement is paid.

10. Bereavement Leave

a. When death occurs in an employee's immediate family, such employee
shall be entitled to three (3) work days of leave with pay in the amount of the straight
time earnings lost by him/her in arranging for and attending the funeral or memorial
service. For the purposes of this section an employee's immediate family includes the
employee's: spouse, mother, father, son, daughter, brother, sister, grandparent,
grandchild, mother and father-in-law, sister and brother-in-law, daughter and son-in-law
stepparent, stepchild and legal ward.

b. The employee's department head may, at his/her discretion, grant:

• an unpaid bereavement leave in the event of the death of a relative not
included in the employee's family;

• an extended bereavement leave on an unpaid or earned vacation
basis at the employee's option.

c. In the event of the death of a present or retired department employee, a
one-half (1/2) day absence with pay will be authorized for employees in
that department to attend the funeral.

d. For good cause the Department Head will grant a maximum of two (2)
additional unpaid days in the event of death in the immediate family, as
defined, and such will not be unreasonably withheld.

e. Supervisors will grant employees time to attend the funeral of their aunt,
uncle or grandparents-in-law. Employees may use vacation, personal
hours or compensatory time. If the employee does not have accumulated
paid time such time will be without pay.

11. Court and Jury Leave 

a. Employees who are called to and report for jury duty in any State or
Federal Court or grand jury and who, by virtue of such duty, lose time from
work shall receive for each day of jury duty performed the difference between
the employee's normal straight time earnings for the day and the jury fee
(excluding mileage and other expenses) to which the employee is entitled,
subject to the following conditions:

• such employee when released from jury duty before 12 noon must
report for work within one (1) hour after his/her release, if possible;

• such employee shall notify the Employer within five (5) work days from
the date he/she receives notice of his/her selection for any jury service,
if possible

• such employee shall provide the Employer with a written statement
from the appropriate public official showing the date and time of
service and the amount of pay received;
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• in computing the daily sum due to such an employee, his/her normal
straight time earnings shall be reduced to reflect the actual hours
worked by such employee's shift, if less than normal.

b. Employees required by subpoena to testify in a State or Federal Court
action in a matter in which they are not personally involved as participants
(e.g. plaintiff, defendant, criminal act of the employee, etc.) shall be
granted leaves of absence for the period necessary to fulfill the Court
Obligation and shall receive the difference between any compensation
received for testifying and their regular straight time hourly rate for hours
lost as a result thereof. Employees will, as soon as possible, return to
work upon completion of their required testimony.

The County will include, as hours worked, the time required by the employee
to attend a Civil Service hearing if the employee is subpoenaed by either party or
required to attend by the County.

12. Union Business Leave 

a. An employee elected to a Union office or selected by the Union to do work
which takes the employee from his/her employment with the Employer will
be granted one (1) unpaid leave of absence for a period not to exceed one
(1) year in duration.

b. Employees selected by the Union to participate in other Union activities
will be granted an unpaid leave of absence at the written request of the
Union for a period not to exceed one (1) month. Normally such leaves will
be for the purpose of attending Union conventions, schools, etc. and will
not involve more than one (1) employee per department to a maximum of
five (5) employees. In the event that more than the total of five (5) or more
than one (1) employee per department is so selected, the Employer will
evaluate each on an individual basis with the determining factor being the
service capabilities of the department involved.

13. Political Activity Leave Employees who choose to run for political
office will be granted and will take an unpaid leave of absence commencing thirty (30)
days prior to the primary and/or general election. Employees elected to public office or
selected to serve on a governmental commission will be granted an unpaid leave of
absence for the initial term of office only.

14. Voting Time Employees will be granted such time off with pay to vote in a
general State election as may be necessary to provide them with three (3) consecutive
hours, counting non-working time, in the period between the opening and closing of the
polls.

15. Status on Return from Leave Unless otherwise agreed to by the
Employer and employee, an employee returning from an authorized leave of absence
will return to his/her regular job.
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Article 17 

Paid Holidays

1. There shall be eleven (11) (88 hours) regular paid holidays, (holiday hours)
namely: Independence Day, Labor Day; Veterans Day; Thanksgiving Day; the Friday
after Thanksgiving Day; the day before Christmas; Christmas Day; the day before New
Years Day; New Years Day; President's Day; Memorial Day and sixteen (16) personal
hours. Personal hours shall be scheduled between the employee and the department
head during the contract year. The employer shall not be prohibited from scheduling
additional paid holidays.

2. Eligible employees (except continuous operations employees, and part-time
and temporary employees not regularly scheduled to work the day on which the holiday
is celebrated) shall receive one (1) day of pay for each of the holidays listed in Section 1
above on which they perform no work. Such holiday pay shall be eight (8) times the
employee's current hourly rate unless his/her regular work day is less than eight (8)
hours in which case he/she will be paid his/her regular hourly rate times the number of
hours in his/her normal shift for that day. Should the holiday be celebrated on an
employee's scheduled day off, he/she shall be paid for the unworked holiday or may
elect to take an additional day off with pay at a time mutually satisfactory to the
employee and his/her department head.

3. To become eligible for holiday pay, the employee (full-time, part-time or
temporary) must have been in the employ of the Employer for thirty (30) calendar days
and have worked the scheduled work day immediately preceding and following the
holiday unless excused by the Employer for good cause.

4. For the purposes of this Agreement, paid holidays falling on a Saturday will
be celebrated on the preceding Friday and those falling on a Sunday will be celebrated
on the succeeding Monday.

5. An employee will not receive holiday pay while on leave of absence unless
he/she is on an authorized Worker's Compensation leave or is on a sick leave and
entitled to sick leave benefits for the holiday, in which case he/she will receive holiday
pay in lieu of the sick leave benefit.

Should a paid holiday fall during an employee's vacation, he/she may take an
additional day of vacation with pay in lieu of the holiday.

6. For the purpose of computing overtime, all holiday hours (worked or
unworked) for which an employee is compensated (in cash or with compensatory time
off) shall be regarded as hours worked.

7. All hours worked during the calendar day on which the paid holiday falls
(actual or celebrated, whichever is applicable) shall be compensated as double the
employee's hourly rate in addition to his/her holiday pay.

8. The most senior employee in the job classification/department will be first
offered to work on holiday overtime. Where that person refuses, the next senior.
employee will then be offered that employment until staffing needs are filled. If no
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employee accepts then the least senior employee in the job classification/department
will be required to work.

In the case of an employee who is specifically assigned to a project where
holiday or overtime is warranted, the Employer may offer said overtime to this employee
for the sole purpose of work on the project. Where the employee rejects the privilege to
work overtime then the most senior employee within the job classification/department
will be offered the overtime. Where that employee refuses to work the next senior
employee will then be offered the employment until this staffing need is filled. If no
employee accepts then the least senior employee in the job classification/department
will be required to work.

9. Notwithstanding the provisions of Article 8, Sections 2 and 3, the Employer
will, during work weeks in which a paid holiday is celebrated, alter employee work
schedules, where necessary, to assure that hours worked plus holiday hours paid equal
the employee's scheduled hours for the week.

Article 17 A

Paid Holidays for Continuous Operations
1. There shall be eleven (11) paid holidays namely: the day before New Year's

Day, New Year's Day, President's Day, Memorial Day, Independence Day, Labor Day,
Veteran's Day, Thanksgiving Day, the Friday after Thanksgiving, the day before
Christmas, Christmas day (totaling eighty eight 88 hours), and sixteen (16) personal
hours to be scheduled between the employee and the Department Head. The
Employer may schedule additional paid holidays as, in its judgment, appear appropriate.

2. All employees will be credited with 104 hours in the employee's holiday bank
on July 1 of each year. If the division to which an employee is assigned is closed on the
designated holiday, eight (8) hours will be deducted from the employee's holiday bank
and paid to the employee. An employee who works on a designated holiday shall be
paid at double his/her regular straight time hourly rate for all such hours worked and no
hours shall be deducted from the employee's holiday bank.

3. To qualify for holiday pay, the employee (full-time, part-time or temporary)
must have been in the employ of the Employer for not less than thirty (30) calendar
days and have worked the full scheduled work day immediately preceding and following
the holiday unless excused by the Employer for good cause. Employees who are hired
during the contract year will be credited with the number of holidays remaining in the
contract year subject to the foregoing qualifying requirements.

4. The paid holidays will be celebrated on the actual calendar day of the holiday.
The holidays of President's Day and Memorial Day will be celebrated on the day
designated as the federal holiday.

5. Should a paid holiday fall on an employee's vacation, the hours shall be paid
as vacation and no deduction will be made from the employee's holiday bank.

6. An employee will not receive holiday pay while on leave of absence unless
he/she is on an authorized workers compensation leave or an authorized sick leave and
entitled to sick leave benefits for the holiday, in which case he/she will receive holiday
pay in lieu of sick leave benefit.
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7. For the purpose of computing overtime, all holiday (worked or unworked) for
which an employee is compensated (in cash or with compensatory time off) shall be
regarded as hours worked.

8. Employees shall schedule use of holiday bank hours pursuant to Article 18,
except that the sixteen (16) hours shall be scheduled between the employee and the
department head as provided in Section 1 of Article 17A. Any holiday bank hours
unused on June 30 of each year shall be paid to the employee during the second pay
period of the succeeding July at the employee's rate of pay as of the preceding June 30.
Holiday bank hours used during the contract year shall be paid at the employee's
regular straight time hourly rate in effect when the hours are used.

9. Employees who cease employment with the Employer for any reason or are
laid off out the door and have used all their holiday bank hours shall have any holidays
not yet celebrated deducted from their remaining vacation balance or hours worked
during their last pay period.

Article 18

Vacations 

1. A full time employee shall be entitled to a paid vacation on the following basis:

After completion of probation or six (6) months of service, whichever is
later, new hires will be eligible to use forty (40) hours of the eighty (80)
hours of paid vacation.

• After completion of one (1) year of continuous service - eighty (80)
hours.

After completion of six (6) years of continuous service - one hundred
twenty (120) hours.

• After completion of eleven (11) years of continuous service - one
hundred sixty (160) hours.

• After completion of seventeen (17) years of continuous service - two -
hundred (200) hours.

2. A full time employee's total number of years of continuous service, regardless
of part-time or full-time service, determines the amount of paid vacation hours an
employee shall receive.

3. There will be no accrual of vacation benefits during calendar months in which
the employee fails to work at least three (3) regular work days. Work days lost by
reasons of paid leaves of absence will be counted as days worked for the purpose of
computing vacation benefits.

4. Vacations will be scheduled by the employee's department head at the time
requested by the employee provided that if the nature of the work requirements makes it
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necessary to limit the number of employees on vacation at the same time, the
employees with greater seniority in that department or district shall be given priority.
Employees will give the department head as much advance notice as is possible of the
desired vacation period.

5. Earned vacation may be carried over from one year to the next, but vacation
time so carried over must be used during that year or it is lost.

6. Vacation pay will be distributed on the regular pay days and will be at the
employee's regular rate of pay as of the last pay day preceding the date he/she takes
his/her vacation. However, an employee may receive his/her earned vacation pay on
the last pay day preceding his/her vacation by requesting same in writing not less than
thirty (30) days in advance. Such payments will be made in weekly units only.

7. Vacations may be taken in increments of not less than one (1) hour unless
departments, by work rule, provide for vacation to be taken in smaller increments.

8. No employee shall be required to work during his/her scheduled vacation
period.

9. An employee who is laid off, discharged, retired or separated from the service
of the Employer for any reason prior to taking his/her vacation shall be compensated for
his/her unused accumulated vacation accrued through the last vacation anniversary
date. In addition, except for employees discharged for proper cause, such employees
will be paid for vacation time accrued on a monthly basis up to the date of termination of
employment.

10.A scheduled vacation of not less than five work days shall begin when the
employee's last regularly scheduled shift ends and continues until the next regularly
scheduled shift begins. Employees on vacation shall be offered voluntary overtime in
rotation, but may not be forced to work overtime except in the case of a department or
division emergency call-in.

Article 19 

Pay Periods and Complaints 

1. Employees will be paid biweekly on Friday through the preceding Friday. In
the event the pay day is on a holiday, the preceding day shall be the pay day.

2. Should an employee have a complaint with regard to the correctness of
his/her pay check, he/she will first take up the matter with his/her supervisor. If he/she
is not satisfied with the action taken or response given by his/her supervisor, he/she
may provide his/her Union Steward with written authorization to investigate the
appropriate records to resolve the matter.
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Article 20

Bulletin Boards

1. The Employer agrees to furnish and maintain suitable bulletin boards in
convenient places in each work area to be used by the Union. Notices pertaining to
political parties or individual candidates will not be posted on these bulletin boards.
Those employees in the secondary road crews located in outlying areas will be notified
by their supervisor as to job postings and new seniority lists at the time of posting. The
Union will limit the posting of notices to such bulletin boards.

2. There shall be no other general distribution of posters or pamphlets,
advertising or political matters, or literature, upon the Employer's property. Such acts
shall constitute proper cause for discipline.

Article 21 

Job Classifications and Wage Rates

1. The job classifications, pay grades and applicable schedules are set forth in
the attached Exhibit A for contract years 2006 — 2009 and are incorporated within this
Agreement and made a part hereof.

a. The steps and wage rates are set forth in the attached Schedules A, Al,
A2, B, B1 and B2. The job classifications assigned to each schedule are
written on the appropriate schedule.

b. The salary schedules (A, Al, A2, B, B1 and B2) will increase three and
one-quarter percent (3.25%) on July 1, 2006, will increase three and one-
half percent (3.50%) on July 1, 2007, and will increase three and three-
quarters percent (3.75%) on July 1, 2008.

c. Employees will progress through the step system based on the following
definition of steps:

• Step A - New Hire Rate - This is not a bid rate.

• Step B - At the end of the new hire probation period the employee will
move to Step B.

• Step C - The employee moves to Step C after one (1) year in the job
classification or one (1) year on Step B as a result of a bid award.

• Step D - The employee will move to Step D after completion of one (1)
year on Step C.

Step E - The employee moves to Step E after the completion of one (1)
year on Step D. This will be the top rate for any job classification.
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Employees who, as a result of a bid award, move in between two steps in a
pay grade will remain at that rate for one (1) year and then move to the next step.

d. Any employee whose job is reclassified (a new class title being assigned
to the same work) or upgraded (a higher labor grade being assigned to the
same work) shall be credited with time spent in the previous job
classification or labor grade for purposes of step movement. The Union
will receive notice of all reclassifications prior to their effective date.

e. Employees who are certified to apply herbicides or pesticides will be paid
$1.25 per hour in addition to their regular hourly rate while preparing and
applying the pesticides. Employees in the Mechanic job classification will
be paid $1.25 per hour in addition to their regular hourly rate while
cleaning and maintaining equipment used to apply herbicides or
pesticides.

2. When any position not on the wage schedule is established, the Employer
may designate the job classification and wage rate for the position. In the event the
Union does not agree that the classification and rate are proper, the Union shall have
the right to submit the issue as a grievance at Step 3 of the grievance procedure.

Article 22 

Longevity
1. Employees will qualify for and receive longevity pay on the following basis:

a. The employee must have received payment for work performed or have
been paid benefits (e.g., vacation, holiday, sick leave, Worker's
Compensation) during the year of employment involved.

b. Payment of longevity will be made in a lump sum the week following the
last pay period in November.

c. Employees regularly scheduled for sixty (60) hours or more per pay period
at some point during the calendar year and who have completed five (5)
years of such employment while continuously employed with the employer
shall be eligible to receive longevity payments on a prorated basis.
Any year of employment that the employee is not at some point in time
regularly scheduled for sixty (60) or more hours per pay period shall not
constitute eligible employment and not be included in the calculation of the
longevity payment.

d. After completing five (5) years of continuous service, an employee is
entitled to a longevity payment of Five Hundred Dollars ($500), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to ten (10) years of continuous service.

e. After completing ten (10) years of continuous service, an employee is
entitled to a longevity payment of Six Hundred Dollars ($600), all as
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provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to fifteen (15) years of continuous .
service.

f. After completing fifteen (15) years of continuous service, an employee is
entitled to a longevity payment of Seven Hundred Dollars ($700), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to twenty (20) years of continuous
service.

g. After completing twenty (20) years of continuous service, an employee is
entitled to a longevity payment of Nine Hundred Dollars ($900), all as
provided under (b) above. Such payments will continue for each year of
continuous service thereafter up to twenty-five (25) years of continuous
service.

h. After completing twenty-five (25) years of continuous service, an
employee is entitled to a longevity payment of One Thousand One
Hundred Dollars ($1,100), all as provided under (b) above for each year of
continuous service.

2. In the event the employment of an employee entitled to longevity pay is
terminated prior to Friday following the last payday in November, he/she will receive
his/her longevity pay earned as of his/her last anniversary date.

Article 23 

Group Insurance

1. The following sections describe the County's group health, dental and life
insurance policies offered to each full-time and qualified continuous part-time employee.
A qualified continuous part-time employee is an employee regularly scheduled to work
forty (40) hours or more per pay period.

The Employer contribution toward the monthly premiums for each insurance
policy will continue so long as the employee works at least three (3) regular work days
in the calendar month in which the premium is due. Days worked shall include paid
leave of absence.

The Employer contribution for qualified continuous part-time employee will be
reduced to a pro-rated share of the single or family contract rate according to the
number of hours worked per week by the qualified continuous part-time employee, e.g.,
an employee working twenty (20) hours per week would receive fifty percent (50%)
contribution from the Employer toward the single or family contract. For the period
beginning July 1 2006, and ending June 30, 2009, the part-time employee's contribution
will be calculated based upon the health insurance premium rates in effect, on July 1,
2006 ($447.00 per month for single coverage and $987.00 for family coverage).

33



In those cases where an employee is discharged for just cause, the coverage
from each of the group insurance policies will be terminated the same day the employee
is discharged from the County.

Temporary employees are not covered by the County's group insurance plans
and no contribution will be made on their behalf.

2. Group Health Insurance: The Linn County Alliance Select (Preferred Provider
Program) with Wel!mark Blue Cross and Blue Shield, as provided in the Linn County
Employee Health Benefit Plan — Alliance Select (Preferred Provider Program), or its
equivalent, will include a deductible of two hundred dollars ($200.00) on the single
contract and four hundred dollars ($400.00) on the family contract. The deductible will
be waived for covered services received from a physician listed with the Alliance Select
Program and if the services are performed in the physician's office. The coinsurance
will be paid at 90% by Blue Cross and Blue Shield and 10% by the subscriber after the
deductible has been met (if applicable) and the services are performed by a provider
listed with the Alliance Select Program. Effective January 1, 2007, payment for
prescription drugs covered under the Alliance Select Program will apply toward the
deductible and after the deductible is satisfied, then paid at 70% by Blue Cross and
Blue Shield and 30% by the subscriber.

If the services are performed by a provider not listed with the Alliance Select
Program the deductible will apply for all covered services and the coinsurance will be
paid at 80% by Blue Cross and Blue Shield and 20% by the subscriber.

Effective January 1, 2007 the out-of-pocket maximum is seven hundred
dollars ($700.00) for the single contract and one thousand four hundred dollars
($1,400.00) for the family contract per calendar year. Effective January 1, 2008 the out-
of-pocket maximum will be eight hundred dollars ($800.00) for the single contract and
one thousand six hundred dollars ($1,600.00) for the family contract per calendar year.
Effective January 1, 2009, the out-of pocket maximum will be nine hundred dollars
($900.00) for the single contract and one thousand eight hundred dollars ($1,800.00) for
the family contract per calendar year. After the out-of-pocket maximum has been met,
the insurance coverage pays 100% of the remaining covered expenses per calendar
year. The lifetime maximum coverage is $1,000,000 per covered individual.

The employee will pay ten dollars ($10.00) per month toward the single
contract premium and thirty dollars ($30.00) per month toward the family contract
premium with the Employer paying the balance of the monthly single or family contract
premium under the County's Alliance Select Program. Effective July 1, 2007 the
employee will pay ten dollars ($10.00) per month toward the single contract premium
and forty dollars ($40.00) per month toward the family contract premium with the
Employer paying the balance of the monthly single or family contract premium under the
County's Alliance Select Program. Effective July 1, 2008 the employee will pay ten
dollars ($10.00) per month toward the single contract premium and fifty dollars ($50.00)
per month toward the family contract premium with the employer paying the balance of
the monthly single or family contract premium under the County's Alliance Select
Program.
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3. Effective January 1, 2007, the employee will pay $50.00 co-pay for
emergency room care in a hospital in addition to any other employee cost under the
County's Alliance Select Program. The $50.00 co-pay does not apply toward the
deductible or out- of-pocket maximum of the County's Alliance Select Program.

4. The Employer will make available to employees the existing group dental plan
or its equivalent as to benefits. This plan provides benefits A-F with certain deductibles,
co-insurance and maximum allowances. The Employer will offer a one-time open
enrollment for dental insurance. Employees will complete the appropriate paperwork in
the Human Resources Department during the month of September, 2006 for an
effective date of October 1, 2006.

The Employer will pay the monthly premium for the single contract for
participating employees. In addition, the Employer will pay eight dollars and twenty-four
cents ($8.24) toward the monthly premium for the family contract.

5. The Employer will pay the monthly premium to provide eligible employees
with a $15,000 life insurance policy.

6. The County will provide to employees a long-term disability insurance plan
with benefits which meet or exceed those evidenced by the Madison National Life
Insurance Company, currently in effect with the County. The benefits include payment
at 66 2/3% of salary, after completion of a sixty (60) consecutive calendar day waiting
period.

7. Each employee upon presentation of the Explanation of Benefit form from the
group health insurance plan shall be eligible for reimbursement once during a two (2)
fiscal year period up to a maximum of seventy-five dollars ($75.00) for the purchase of
vision examinations for that employee.

Article 24

Safety
1. The Employer, the Union and the employees will comply with all applicable

Federal, State and local safety and health laws and the regulations issued thereunder.

2. Matters of employee safety in the performance of their jobs, procedures and
the operation of Employer equipment are proper subjects for discussion and action at
the monthly Union Grievance Committee meetings with the Employer. Any such issues
not resolved in this manner are subject to the grievance procedure.

3. During hazardous weather, employees shall be allowed to work indoors if
such work is available.

4. During severe weather conditions, the Employer will make a reasonable effort
to provide two (2) employees for the operation of equipment during the night hours.

5. When a mechanic is working in the shop or on a service call doing work which
is dangerous to his/her health and safety, upon request to his/her supervisor, he/she will
be supplied with the necessary help.
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6. When employees are required to work with tools or equipment, such tools or
equipment will be furnished in sufficient quantity.

7. The matter of safety is a common concern and to this end the parties agree to
use reasonable means to protect the health and welfare of all employees.

8. The Union shall appoint three (3) members of the Linn County Safety
Committee.

9. The County will reimburse employees a maximum of one hundred ten dollars
($110.00) annually toward the purchase of prescription safety glasses for those
employees required to wear prescription safety glasses.

10 The County will reimburse employees a maximum of fifty dollars ($50.00)
annually or one hundred dollars ($100.00) bi-annually toward the purchase of safety
shoes for those employees required to wear safety shoes.

Article 25
Part-Time Employees 

1. The provisions of the Agreement shall apply to each part-time employee
regularly scheduled to work less than thirty-two (32) hours per pay period except that
he/she:

a. shall accrue no seniority;

b. shall have no bidding rights;

c. shall be entitled to pro-rated vacation benefits based on the employee's
total number of part-time and full-time years of continuous service. The
part-time employee's regular scheduled hours of work, as determined by
the most recent payroll authorization, will determine the amount of pro-
rated vacation according to the vacation scheduled set forth in Article 18,
Section 1. The proration shall be as shown on the following chart.

d. shall be entitled to other paid leaves according to the number of hours of
work regularly scheduled for such employee on the work day(s) involved;
e.g., if a paid holiday is celebrated on a work day and the part-time
employee is scheduled to work six (6) hours that day and otherwise
qualifies for holiday pay, he/she will be entitled to six (6) hours holiday
pay. The same would apply to funeral leave, sick leave, etc;

e. shall receive reporting pay on a pro rata basis if his/her regularly
scheduled hours for the work day involved are less than eight (8) hours;

2. Part-time employees regularly scheduled to work forty (40) hours or more per
pay period shall be entitled to group insurance coverage and employer contribution
toward the premiums involved according to provisions of Article 23, Group Insurance.

3. Part-time employees regularly scheduled to work sixty (60) hours or more per
pay period shall be entitled to longevity pay according to Article 22, Section 1 (c).
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4. The provisions of Section 1 above shall also apply to each part-time
employee regularly scheduled to work thirty-two (32) hours or more per pay period
except that such employee shall be entitled to longevity according to Article 22, Section1 (c) and to bid to any true vacancy as defined at Article 11, Section 3. For bidding and
layoff purposes only, such employee shall accrue seniority on a pro rata basis from the
date of last hire as a part-time employee. The pro rata seniority will be calculated on
the basis of the ratio between the employee's most recent regularly scheduled hours
per pay period and eighty (80) hours; (e.g.), a part-time employee's last hire date is
July 16, 1994 and his/her current regularly scheduled hours per pay period is forty (40)
hours. For bidding and layoff purposes only, the employee's seniority as of August 2,
2000 is three (3) years and eight (8) days.

The day the true vacancy is posted for bid shall determine relative seniority in
a bidding situation involving part-time employees.

5. A former part-time employee who becomes a full-time employee shall begin
to accrue seniority and all other benefits as a full-time employee effective the date the
employee transfers to the full-time position. Provided, that for future bidding and lay off
purposes only, such employee shall receive credit for his/her seniority accrued as a
part-time employee.

6. Newly created part-time positions and true vacancies in part-time positions
either of which are regularly scheduled for forty (40) hours or more per pay period shall
be posted for bid pursuant to Article 11, Section 1, except that such positions shall be
posted for three (3) work days, excluding the day of posting. A part-time employee
occupying a position the hours of which are increased ten (10) hours or less per pay
period shall be first offered such part-time position,

Should the part-time employee refuse to accept the part-time position with
increased hours or be unsuccessful in bidding on said position and have another
position to bid to the employee shall not be able to utilize the procedures of Article 12,
Section 2 and the position may be filled as otherwise provided herein.
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Article 26

Work Rules 

1. Existing work rules and new or revised work rules will be discussed with the
Union and posted on the Union bulletin boards ten (10) working days in advance of the
effective date. The reasonableness of such work rules are subject to the grievance
procedure.

2. All work rules, whether general or departmental, will be uniformly applied.

Article 27 

Miscellaneous 

1. The Employer will provide and clean such special uniforms as it shall require
employees to wear while at work.

2. In the event the Employer requires in-service training of employees, such
training will be considered as work time and the employees paid accordingly.

3. The Employer will provide physical examinations required for employment.
However, should an employee prefer a doctor of their own choice, it will be at the
employees' personal expense.

4. The Employer will notify the Union if it intends hiring employees under State
or Federal grants for periods exceeding seventy-five (75) working days.

5. The Employer agrees that it will not exercise its right to contract or
subcontract work for the purpose or intention of undermining the Union.

6. The Employer may hire temporary employees on a full-time or part-time basis
for a particular purpose for a period not to exceed seventy-five (75) working days.
Temporary employees are additional employees who will not replace Bargaining Unit
position(s) or deprive any full-time regular employees of available overtime. Except as
specifically provided otherwise in the Agreement, they shall be entitled to no benefits.

7. No Pyramiding If more than one provision of this Agreement calls for
the payment of a premium rate for the same hours of work (e.g., overtime, holidays,
Sundays, seventh (7th) consecutive day, etc.); only the higher premium will be paid.

8. Employees or their designees may review their personnel files from time to
time. Such review shall be arranged at times mutually convenient for the employee and
the Human Resources Office but shall not be accomplished on County time. Copies of
pertinent portions of the employee's personnel file will be provided to the employee.
The Employer's cost in preparing the copies will be paid by the employee. Matters
included in the personnel file of which the employee was not previously aware and
which are detrimental to the employee's future promotion, transfer or present or future
employment may be challenged through the grievance procedure.
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9. An employee whose continued employment is in jeopardy due to an alcohol
or drug condition will be counseled to seek professional assistance to the extent
necessary for the purpose of rehabilitation. Such employee will be granted necessary
sick leave for the period of the employee's then accrued and unused paid sick pay. In
the event such sick pay covers less than thirty (30) calendar days, the employee will be
granted additional unpaid leave to the extent necessary to provide a total leave of thirty
(30) calendar days. An extension of such leave may be granted at the Employer's
discretion. However, nothing herein shall require the Employer to grant further leave
should the employee's condition continue or reoccur. Further, the Employer may
terminate such leave in the event the employee fails to actively pursue the prescribed
rehabilitation program.

10. The Union shall appoint three (3) members of the Employee Development
Committee.

Permission to attend conferences and seminars directly related to an employee's
work and for the purpose of obtaining necessary continuing education requirements of
vocational certificates may be authorized by an elected official or department head
provided the work schedule permits and funding is available.

Article 28 

Performance. Appraisals 

1. Employees and their supervisors shall meet regularly for the purpose of
discussing primary job duties and work assignments of the position assigned to the
employee and the employee's performance in the position. Appraisals are a tool for
communication between employees and their supervisor(s) to provide guidance,
development and improvements in job performance.

2. Supervisors may use the performance appraisal forms in place prior to July 1,
2003 or the performance appraisal form effective July 1, 2003. The performance
appraisal form effective July 1, 2003 is attached to this document.

3. Employees may include their comments with the performance appraisal form
or as a separate document attached to the form. Once the performance appraisal form
is completed the supervisor and employee will sign it and it will be placed in the
employee's personnel file. Upon request, the employee will be provided a copy of the
completed form.

4. Supervisors (employees not included in the bargaining units) are responsible
for conducting performance appraisals. The supervisors will conduct such appraisals
annually with seven days notice to the employee. If, for any reason, the supervisor is
not able to conduct the performance appraisal within thirty (30) days of the scheduled
date the supervisor will notify the employee to re-schedule the appraisal or document,
by written memorandum, the employee's performance meets the expectation of the job.
In the event the performance appraisal does not take place as re-scheduled, the
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supervisor will document, by written memorandum, the employee's performance meets
the expectation of the job.

5. The results of the performance appraisal may be challenged through the
grievance procedure.

Article 29

Separability and Sayings

1. Should any Article or section of this Agreement be found invalid, unlawful, or
not enforceable by reason of any existing or subsequently enacted legislation or by final
judicial decision, the remaining Articles and sections shall continue in full force and
effect for the duration of the Agreement. The parties will promptly meet for the purpose
of negotiating an appropriate replacement for the offending Article or section.

Article 30

Term

1. This Agreement shall be binding upon the parties hereto from July 1, 2006
through June 30, 2009, and shall continue in full force and effect for periods of one (1)
year thereafter, the same as though extended for such yearly periods in writing, unless
on or before the November 1 preceding the expiration date of the Agreement, or any
automatic extension thereof, notice is given in writing by either party of a desire to effect
a cancellation or modification of the Agreement.

2. During the period of this Agreement, neither the Employer nor the Union will
be required to negotiate on any further matters, affecting this Agreement or any other
matters not specifically set forth in this Agreement.
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Agreement Between Linn County and AFSCME, Local 231
Female Correctional Officer Position

The County will add a sixth Female Correctional Officer position in the Linn County
Sheriffs Office provided the Union agrees to the following. In addition, the Union and
the County agree that items 1 and 2 below are a subject for contract negotiations that
result in a labor agreement effective July 1, 2006.

1. The new full-time position will be designated as a floater position in the Linn County
Corrections Center. As a floater position, the person will not work a regular shift and,
as an exception to the Linn County/AFSCME Labor Agreement effective July 1, 2005,
through June 30, 2006, Article 8, Section 10, may receive notice of a schedule change
for a period of not less than forty-eight (48) hours rather than the ten (10) work days
notice as set forth in the labor agreement.

2. AFSCIVIE employees in the job classifications of Duty Officer, Female Correctional
Officer, cooks assigned to Linn County Correctional Center, and nurses assigned to
Linn County Correctional Center shall be offered voluntary and forced overtime using
a rotation system which shall initially begin with the most senior for voluntary
overtime and the least senior for forced overtime. These lists shall be posted in the
Linn County Correctional Center and shall be administered as per the attached
agreement. For the purpose of offering voluntary overtime and requiring forced
overtime for those employees listed above working the in Linn County Correctional
Center, Article 9, Sections 1 & 2 of the labor agreement effective July 1, 2005,
through June 30, 2006, shall not apply.

This agreement is effective upon funding approval by the Board of Supervisors of the sixth
Female Correctional Officer position, is non-precedent setting, and shall remain in effect
through June 30, 2006, unless amended in writing by the parties.

Dated: 0 
.
sti E. Cave, AFSCME Local 231 Staff Representative

k
Trude Elliott, Linn County Human Resources Direct9r

4-4t6.cLp./--
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Agreement Between Linn County and AFSCME, Local 231

AFSCME bargaining unit employees in the job classifications of Duty Officer, Female
Correctional Officer, cooks in the Linn County Correctional Center, and nurses in the Linn
County Correctional Center will not follow Article 9, Sections 1 & 2 of the Linn
County/AFSCME Labor Agreement effective July 1, 2005, through June 30, 2006,
regarding overtime procedures. Instead, the parties agree that Sections 1 & 2 below shall
apply for overtime procedures.

As far in advance as possible to the start of needed overtime work within a specific job
classification, the supervisor shall make the opportunity to work such overtime
available to the employees in that job classification. Overtime shall be offered no,more
than one shift at a time and shall be offered on a rotational basis from a list of qualified
employees according to position classification seniority, initially beginning with the
most senior employee. Overtime accepted and overtime offered but refused shall
result in the employee being rotated to the bottom of the list.

2. In the event too few qualified employees agree to work overtime after utilization of
the procedures set forth in Section 1 above, the employer shall require employees of
the job classification needing to perform such overtime work according to job
classification seniority on a rotational basis from a list of employees, initially beginning
with the least senior employee. One shift of forced overtime shall result in the
employee being rotated to the bottom of the list.

Dated:  5/0 

z
Kristi E. Cave, AFSCME Local 231 Staff Representative

- 9?
Trude Elliott, Linn County Human Resources Director

e;c, cLoj 30/0 9.

(o.
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Dated:

August 4, 2006

MEMORANDUM OF UNDERSTANDING

This is a Memorandum of Understanding between the American Federation of State
County and Municipal Employees (AFSCIVIE), Local #231 - and Linn County, Iowa regarding the
holidays of December 24, 2006 and December 31, 2006_

Representatives of AFSCME, Local #231 and Linn County agree the County will
celebrate the Christmas Eve holiday on Tuesday, December 26, 2006, for the purposes of
administration of Article 17 for the year July 1, 2006 - June 30, 2007.

Representatives of AFSCME, Local #231 and Linn County further agree the maintenance
and paraprofessional bargaining units will celebrate the New Year's Eve holiday (Sunday,
December 31, 1006) on Tuesday, January 2, 2007, for the purposes of administration of Article
17 for the year July 1, 2006 - June 30, 2007.

Also, representatives of AFSCME, Local #231 and Linn County, Iowa agree the New
Year's Eve holiday (Sunday, December 31, 2006) will be celebrated as another personal day by
the clerical and professional bargaining units for the purposes of administration of Article 17 for
the year July 1, 2006- June 30, 2007. The administration of this personal day is as follows:

• Time off granted according to the labor agreement and department
work rules regarding the use of personal days.

• The "third personal day" will be available for employees to use
effective July 1, 2006.

• Employees may request payment for the day at anytime during the
fiscal year July 1, 2006-June 30, 2007 at their regular rate of pay.

• Employees who have not used the third day by the end of the fiscal
year will receive payment for the day on the last paycheck (June
29, 2007) of the fiscal year at their regular rate of pay.

• The personal day equals eight hours or pro-rated for part-time
employees.

This Memorandum of Understanding will become part of the Linn County/AFSCME Labor
Agreement effective July 1, 2006 but only effective for fiscal year July 1, 2006 - June 30, 2007.
This Memorandum of Understanding does not apply to Article 17A of the labor agreement for
employees working in continuous operations where the holiday is celebrated on the actual day.

FOR THE COUNTY FOR.THE UNION

72-7-rf• NKfc----1 r
Gai9 P. Jarvis, Asst. Linn County Attorney risti Cave, AFSCME Staff Representative
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, 2006.

Local No. 231 of the American
Federation of State, County and
Municipal Employees AFL-CIO

Jesse Arenas

Gary S ell

Executed this 29th day of March

Linn County, Iowa

By its Board of Supervisors

("47'el,), &
Ja

VI/

es M. Houser

Lu Barron

a Langs n

By its Bargaining Representatives:

Thomas A. Flanders

Gary Jarvtis

By its AFSCME/lowa
Council 61 Representative

Kristi Cave

By its Negotiating Committee:

Ann Kellner

Kim Klinefelter

411Pe L.,1 1- S :mek

6U-eibua

Jan Aldrich

L

Susie Weller

Chris VanHorbeck
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PERFORMANCE APPRAISAL

Employee Name: ID/SS#:

Position/Title: Date:

Appraisal Period: From to Supervisor:

Appraisal Type: [ ] Mid-Probation
[ ] End of Probation
[ ] Annual
[ ] Other

Use standards established at beginning of appraisal/rating period to rate employee on
the following factors. Use the following scale:

Exceptional = Far Exceeds Expectations
Exceeds = Exceeds Expectations
Meets = Meets Expectations
Does Not Meet = Does Not Meet Expectations
Unsatisfactory = Far Below Expectations / Unsatisfactory Performance

1. Quality of Work: (accuracy, reliability, appearance, presentation,
thoroughness, organization)

[ I Exceptional [ ] Exceeds [ ] Meets ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

• Quantity of Work: (volume of acceptable work, consistency, speed)

[ [ Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

3. Knowledge of Job: (specialized knowledge required to perform job.
Consider degree of knowledge relative to length of time in current position)

[ Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

4. Communication: (effectively conveys and understands ideas/concepts,
information and direction. Confirms information for accuracy. Clear written
and oral communications)

[ ] Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:
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• Initiative/Resourcefulness: (resourcefulness, creativity and independence in
meeting objectives. Development of new ideas, procedures and methods to
compensate for and meet changing circumstances)

[ ] Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

6. Assertiveness/Motivation: (results oriented, desires to excel, works steadily
and actively, pursues goals with commitment and takes initiative eagerly)

[ j Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

• Cooperation: (support for organizational and department goals, willingness
to undertake new assignments, effectively maintains relationships needed to
address opportunities and/or problems that may arise with respect to his/her
position)

[ ] Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

8. Attendance: (availability for work, maintains regular attendance, reports to
work on time, communicates schedule changes to supervisory personnel,
available to complete responsibilities of position)

[ j Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

9. Planning/Organization: (effectively plans and implements assignments,
anticipates possible obstacles to completing assigned tasks and
compensates accordingly, meets deadlines, prioritizes duties on a daily basis,
compensates for emergencies, use of time and resources at his/her disposal)

[ j Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:

10.Other: (If applicable, list factors not considered in previous categories.
Consider only those specific to position.)

[ ] Exceptional [ ] Exceeds [ ] Meets [ ] Does Not Meet [ ] Unsatisfactory

Additional Comments:
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OVERALL PERFORMANCE RATING 

Check only one (required):

Reminder: Appraisals of supervisory personnel require completion of "Supplemental
Supervisory Factors".

] Exceptional = Far Exceeds Expectations
] Exceeds = Exceeds Expectations
] Meets = Meets Expectations
] Does Not Meet = Does Not Meet Expectations
] Unsatisfactory = Far Below Expectations /

Supervisor's Comments: (required for Exceptional, Does Not Meet and Unsatisfactory
ratings)

[ ] Check if additional sheets attached

Employee's Comments: (optional for employee. If employee does not comment,
he/she must check and initial below)

[ ] I have been given the opportunity to have my comments included as a part of this
Performance Appraisal and have chosen not to do so. (initial)

[ ] check if additional sheets attached
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Development Plan for Next Appraisal Period:
(complete for next appraisal period)

1. Primary job duties and/or assignments:

2. Desired improvements or changes in employee's job performance:

3. Supported development activities and training for upcoming period:

4. Date of next Appraisal/Review: 

Signatures: (Employee: Your signature certifies that you have had the opportunity to
read and discuss this Appraisal with your supervisor. Your signature does not imply
that you agree or disagree with this Appraisal.)

Employee Signature: Date:

Appraisal Completed by (Supervisor): Date:

Approved by: Date:
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Exhibit A

Classes Assigned to Salary Grades 

Job # Class Title Grade Schedule

Administrative Support Series

40-17 Account Technician 57

Management Information Systems Series

A

50-31 Computer Operator 56 A 2
50-30 Lead Computer Operator 58 A
50-33 Programmer 58 A
50-34 Programmer/Analyst 61 A

Professional and Technical Support Series

50-05 Combination Inspector 21 A 1 •

50-01 Engineering Aide 55 A
50-04 Engineering Technician 60 A
50-10 Property Description Specialist 58 A
50-09 Safety Technician 57 A
50-07 Senior Combination Inspector 23 A 1
50-02 Senior Engineering Aide 17 A 1
94-01 Voting Machine Technician 54 A
50-06 Zoning Inspector 57 A
30-19 Zoning Specialist 59 A

Health Series

80-13 Home Health Care Aide 53 A
80-20 Medical Assistant 55 A
80-12 Protective Health Care Aide 54 A

Law Enforcement Series

80-15 Child Support Recovery Officer 20 A 1
70-12 Female Correctional Officer 56 A
80-21 Investigator 58 A

Human Service Series

80-07 Assistant Teacher 53 A
80-14 Community Employment Specialist 57 A
80-01 Classroom Aide 51 A
80-04 Direct Support Staff 56 A
80-09 Income Maintenance Worker 57 A
80-11 Residential Worker 54 A
90-31 Senior Residential Worker 34 B
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SALARY SCHEDULE - A

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

50 A $18,928.00 $19,926.00 $20,966.00 $22,110.00 $23,192.00

Bi-W $728.00 $766.40 $806.40 $850.40 $892.00
$9.10 $9.58 $10.08 $10.63 $11.15

51 A $20,238.00 $21,299.00 $22,381.00 $23,650.00 $24,877.00

Bi-W $778.40 $819.20 $860.80 $909.60 $956.80
$9.73 $10.24 $10.76 $11.37 $11.96

52 A $21,736.00 $22,901.00 $24,024.00 $25,355.00 $26,603.00
Bi-W $836.00 $880.80 $924.00 $975.20 $1,023.20

$10.45 $11.01 $11.55 $12.19 $12.79

53 A $23,317.00 $24,544.00 $25,771.00 $27,227.00 $28,725.00
Bi-W $896.80 $944.00 $991.20 $1,047.20 $1,104.80

$11.21 $11.80 $12.39 $13.09 $13.81

54 A $25,126.00 $26,416.00 $27,872.00 $29,224.00 $30,846.00
Bi-W $966.40 $1,016.00 $1,072.00 $1,124.00 $1,186.40

$12.08 $12.70 $13.40 $14.05 $14.83

55 A $27,082.00 $28,434.00 $29,952.00 $31,554.00 $33,280.00
Bi-W $1,041.60 $1,093.60 $1,152.00 $1,213.60 $1,280.00

$13.02 $13.67 $14.40 $15.17 $16.00

56 A $29,182.00 $30,659.00 $32,365.00 $34,091.00 $35,942.00
Bi-W $1,122.40 $1,179.20 $1,244.80 $1,311.20 $1,382.40

$14.03 $14.74 $15.56 $16.39 $17.28
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SALARY SCHEDULE - A 1

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE A

17 A $31,200.00 $32,365.00 $33,530.00 $34,840.00 $37,461.00
Bi-W $1,200.00 $1,244.80 $1,289.60 $1,340.00 $1,440.80

$15.00 $15.56 $16.12 $16.75 $18.01

20 A $34,840.00 $36,192.00 $37,523.00 $39,042.00 $41,891.00
Bi-W $1,340.00 $1,392.00 $1,443.20 $1,501.60 $1,611.20

$16.75 $17.40 $18.04 $18.77 $20.14

21 A $36,192.00 $37,523.00 $39,042.00 $40,664.00 $43,701.00
Bi-W $1,392.00 $1,443.20 $1,501.60 $1,564.00 $1,680.80

$17.40 $18.04 $18.77 $19.55 $21.01

23 A $39,042.00 $40,664.00 $42,245.00 $44,013.00 $47,299.00
Bi-W $1,501.60 $1,564.00 $1,624.80 $1,692.80 $1,819.20

$18.77 $19.55 $20.31 $21.16 $22.74

54



SALARY SCHEDULE - A 2

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

56 A $31,762.00 $33,322.00 $34,923.00 $36,546.00 $38,106.00
Bi-W $1,221.60 $1,281.60 $1,343.20 $1,405.60 $1,465.60

H $15.27 $16.02 $16.79 $17.57 $18.32
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SALARY SCHEDULE - B

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE A

34 A $29,037.00 $30,555.00 $32,240.00 $33,883.00 $35,734.00
Bi-W $1,116.80 $1,175.20 $1,240.00 $1,303.20 $1,374.40

H $13.96 $14.69 $15.50 $16.29 $17.18
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SALARY SCHEDULE - A

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE A

51 A $20,946.00 $22,048.00 $23,171.00 $24,482.00 $25,750.00
BI-W $805.60 $848.00 $891.20 $941.60 $990.40

$10.07 $10.60 $11.14 $11.77 $12.38

53 A $24,128.00 $25,397.00 $26,666.00 $28,184.00 $29,723.00
BI-W $928.00 $976.80 $1,025.60 $1,084.00 $1,143.20

$11.60 $12.21 $12.82 $13.55 $14.29

54 A $26,000.00 $27,331.00 $28,850.00 $30,243.00 $31,928.00
Bi-W $1,000.00 $1,051.20 $1,109.60 $1,163.20 $1,228.00

$12.50 $13.14 $13.87 $14.54 $15.35

55 A $28,038.00 $29,432.00 $30,992.00 $32,656.00 $34,445.00
Bi-W $1,078.40 $1,132.00 $1,192.00 $1,256.00 $1,324.80

$13.48 $14.15 $14.90 $15.70 $16.56

56 A $30,202.00 $31,741.00 $33,488.00 $35,277.00 $37,190.00
Bi-W $1,161.60 $1,220.80 $1,288.00 $1,356.80 $1,430.40

$14.52 $15.26 $16.10 $16.96 $17.88

57 A $32,677.00 $34,424.00 $36,213.00 $38,126.00 $40,248.00
BI-W $1,256.80 $1,324.00 $1,392.80 $1,466.40 $1,548.00

$15.71 $16.55 $17.41 $18.33 $19.35

58 A $35,422.00 $37,294.00 $39,374.00 $41,392.00 $43,680.00
Bi-W $1,362.40 $1,434.40 $1,514.40 $1,592.00 $1,680.00

$17.03 $17.93 $18.93 $19.90 $21.00
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GRADE

59.A $38,584.00 $40,498.00 $42,619.00 $44,886.00 $47,362.00
Bi-W $1,484.00 $1,557.60 $1,639.20 $1,726.40 $1,821.60

$18.55 $19.47 $20.49 $21.58 $22.77

60 A $41,912.00 $44,075.00 $46,384.00 $48,942.00 $51,563.00
Bi-W $1,612.00 $1,695.20 $1,784.00 $1,882.40 $1,983.20

$20.15 $21.19 $22.30 $23.53 $24.79

61 A $45,594.00 $47,965.00 $50,440.00 $53,248.00 $55,973.00
Bi-W $1,753.60 $1,844.80 $1,940.00 $2,048.00 $2,152.80

$21.92 $23.06 $24.25 $25.60 $26.91

•
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SALARY SCHEDULE-Al

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE A

17 A $32,302.00 $33,488.00 $34,694.00 $36,067.00 $38,771.00
Bi-W $1,242.40 $1,288.00 $1,334.40 $1,387.20 $1,491.20

$15.53 $16.10 $16.68 $17.34 $18.64

20 A $36,067.00 $37,461.00 $38,834.00 $40,414.00 $43,347.00
Bi-W $1,387.20 $1,440.80 $1,493.60 $1,554.40 $1,667.20

$17.34 $18.01 $18.67 $19.43 $20.84

21 A $37,461.00 $38,834.00 $40,414.00 $42,078.00 $45,240.00
Bi-W $1,440.80 $1,493.60 $1,554.40 $1,618.40 $1,740.00

$18.01 $18.67 $19.43 $20.23 $21.75

23 A $40,414.00 $42,078.00 $43,722.00 $45,552.00 $48,963.00
Bi-W $1,554.40 $1,618.40 $1,681.60 $1,752.00 $1,883.20

$19.43 $20.23 $21.02 $21.90 $23.54
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SALARY SCHEDULE - A 2

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

56 A $32,864.00 $34,486.00 $36,150.00 $37,814.00

Bi-W $1,264.00 $1,326.40 $1,390.40 $1,454.40

H $15.80 $16.58 $17.38 $18.18

$39,437.00
$1,516.80

$18.96
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SALARY SCHEDULE - B

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

34 A $30,056.00 $31,616.00 $33,363.00 $35,069.00 $36,982.00
Bi-W $1,156.00 $1,216.00 $1,283.20 $1,348.80 $1,422.40

H $14.45 $15.20 $16.04 $16.86 $17.78

62



SALARY

SCHEDULES

7/1/08



SALARY SCHEDULE - A

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

51 A $21,736.00 $22,880.00 $24,045.00 $25,397.00 $26,707.00
Bi-W $836.00 $880.00 $924.80 $976.80 $1,027.20

$10.45 $11.00 $11.56 $12.21 $12.84

53 A $25,043.00 $26,354.00 $27,664.00 $29,245.00 $30,846.00
Bi-W $963.20 $1,013.60 $1,064.00 $1,124.80 $1,186.40

$12.04 $12.67 $13.30 $14.06 $14.83

54 A $26,978.00 $28,350.00 $29,931.00 $31,387.00 $33,134.00
Bi-W $1,037.60 $1,090.40 $1,151.20 $1,207.20 $1,274.40

$12.97 $13.63 $14.39 $15.09 $15.93

55 A $29,099.00 $30,534.00 $32,157.00 $33,883.00 $35,734.00
Bi-W $1,119.20 $1,174.40 $1,236.80 $1,303.20 $1,374.40

$13.99 $14.68 $15.46 $16.29 $17.18

56 A $31,325.00 $32,926.00 $34,736.00 $36,608.00 $38,584.00
Bi-W $1,204.80 $1,266.40 $1,336.00 $1,408.00 $1,484.00

$15.06 $15.83 $16.70 $17.60 $18.55

57 A $33,904.00 $35,714.00 $37,565.00 $39,562.00 $41,766.00
Bi-W $1,304.00 $1,373.60 $1,444.80 $1,521.60 $1,606.40

$16.30 $17.17 $18.06 $19.02 $20.08

58 A $36,754.00 $38,688.00 $40,851.00 $42,952.00 $45,323.00
Bi-W $1,413.60 $1,488.00 $1,571.20 $1,652.00 $1,743.20

$17.67 $18.60 $19.64 $20.65 $21.79
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GRADE

59 A $40,040.00 $42,016.00 $44,221.00 $46,57t00 $49,130.00 dik
Bi-W $1,540.00

$19.25
$1,616.00

$20.20
$1,700.80

$21.26
$1,791.20

$22.39
$1,889.60

$23.62
11,

60 A $43,493.00 $45,718.00 $48,131.00 $50,773.00 $53,498.00
Bi-W $1,672.80 $1,758.40 $1,851.20 $1,952.80 $2,057.60

$20.91 $21.98 $23.14 $24.41 $25.72

61 A $47,299.00 $49,754.00 $52,333.00 $55,245.00 $58,074.00
Bi-W $1,819.20 $1,913.60 $2,012.80 $2,124.80 $2,233.60

$22.74 $23.92 $25.16 $26.56 $27.92
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SALARY SCHEDULE - A 1

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE A

17 A $33,509.00 $34,736.00 $36,005.00 $37,419.00 $40,227.00
Bi-W $1,288.80 $1,336.00 $1,384.80 $1,439.20 $1,547.20

$16.11 $16.70 $17.31 $17.99 $19.34

20 A $37,419.00 $38,875.00 $40,290.00 $41,933.00 $44,970.00
Bi-W $1,439.20 $1,495.20 $1,549.60 $1,612.80 $1,729.60

$17.99 $18.69 $19.37 $20.16 $21.62

21 A $38,875.00 $40,290.00 $41,933.00 $43,659.00 $46,946.00
Bi-W $1,495.20 $1,549.60 $1,612.80 $1,679.20 $1,805.60

$18.69 $19.37 $20.16 $20.99 $22.57

23 A $41,933.00 $43,659.00 $45,365.00 $47,258.00 $50,794.00
Bi-W $1,612.80 $1,679.20 $1,744.80 $1,817.60 $1,953.60

$20.16 $20.99 $21.81 $22.72 $24.42
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SALARY SCHEDULE - A 2

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

56 A $34,091.00 $35,776.00 $37,502.00 $39,229.00 $40,914.00
Bi-W $1,311.20 $1,376.00 $1,442.40 $1,508.80 $1,573.60

H $16.39 $17.20 $18.03 $18.86 $19.67
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SALARY SCHEDULE - B

(Steps Based on Hourly Rates)

Hourly rate times 80 equals biweekly rate, rounded to nearest cent.

Hourly rate times 2080 equals annual rate, rounded to nearest dollar.

GRADE

34 A $31,179.00 $32,802.00 $34,611.00 $36,379.00 $38,376.00
Bi-W $1,199.20 $1,261.60 $1,331.20 $1,399.20 $1,476.00

$14.99 $15.77 $16.64 $17.49 $18.45
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